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INTRODUCTION 
Probably no college in America has had a more unique place in his­
tory than that of Alcom State University. One hundred and five years 
ago Alcorn State University was established as the pioneer 1890 Land-
Grant College in the United States. Prior to 1870 public education 
for negroes in Mississippi was nonexistent. The Freedmen's Bureau (70, 
p. 105) had, however, provided a centralized scheme of organization to 
provide equal rights for black people at the conclusion of the Civil 
War. The scheme was one that state leaders could easily Implement and 
prepared the basic ground work for the organizing of the public school 
system for all people in Mississippi. "The Mississippi Pre-Legislative 
Convention delegates drafted legislation authorizing the legislature to 
establish a uniform public school system for the benefit of all children 
between the age of five and twenty-one, and to establish schools of 
higher grades as soon as practicable" (70, p. 105). This legislation 
was drafted and ratified by the legislature in 1869. This uniform free 
school system went into effect October 1870, and thus began the public 
supported school system of education in the state of Mississippi. 
Shortly following the black and tan convention of 1869, there was 
a growing interest among some people in high official life in favor of 
the establishment of a university for the education of black people. 
Soon after the inaugural address of the Honorable James L. Alcorn in 
the spring of 1870, then governor of Mississippi, the first 1890 Land-
Grant college was founded in the United States as Alcorn University. 
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Alcorn State University had its beginning as an institution of 
learning in 1830 under the name of Oakland College. It was founded by 
the Presbyterian church for the education of nonblack male students. 
"The University as an all white school grew with remarkable success 
until the beginning of the Civil War" (70, p. 105). With the end of the 
Civil War, Oakland College was unable to reopen because of the economic 
conditions which prevailed over the south due to post Civil War condi­
tions. As a result, the school was offered for sale. The state in its 
efforts to maintain separation of the races, saw a need to establish 
a school for the education of the "New Negro Citizens". The legislature 
authorized the then governor Alcom to purchase Oakland College for the 
sum of $40,000 to meet this need. The college was established in 1871 
and was renamed in honor of the Honorable James L. Alcorn as Alcorn 
University. 
The desire to maintain separation of the races was not limited to 
Mississippi as can be seen in the provisions of the Federal Law of 1890 
(57, p. 418). This law had the effect of legalizing segregation, for 
it gave birth to that much disputed child of American Education, The 
Negro Land-Grant College. The act provided: 
That in any State in which there has been one college estab­
lished in pursuance of the act of July second eighteen hundred 
and sixty two, and also in which an educational institution of 
like character has been established and is now aided by such 
State from its own revenue, for the education of colored stu­
dents in agriculture and the mechanic arts, however named or 
styled, or whether or not it has received money heretofore under 
the act to which this act is an amendment, the legislature of 
such State may propose and report to the Secretary of the Inte­
rior a just and equitable division of the fund to be received 
under this act between one college for white students and one 
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institution for colored students established as aforesaid, 
which shall be divided into two parts and paid accordingly, 
and thereupon such institution for colored students shall be 
entitled to the benefits of this act and subject to its pro­
visions as much as it would have been if it had been Included 
under the act of eighteen hundred and sixty two, and the ful­
fillment of the foregoing provisions shall be taken as a com­
pliance with the provision in reference to separate colleges 
for white and colored students. 
As one studies the Implications of the act creating the 1890 Land-
Grant Colleges, it becomes clear that education for the Black man in 
America did not begin at the top rung of the educational ladder, but 
rather on the bottom rung. Over the past one hundred years there ap­
pears to have been two efforts in American higher educatlon--one for 
black people and one for white people and though their purposes were the 
same, they appear to have taken different paths in achieving their goals. 
While the educational goals for each group were the same, achievements 
in satisfying these goals lagged far behind for the black people. Yet 
the Negro College has survived. It has fought and won the battle of 
curriculum justification. It has overcome the prejudice of the cultur­
ally deprived and is now measuring up to the standards set for all col­
leges of equal status. 
It is the contention of the writer that when one attempts to under­
stand or study the 1890 Land-Grant Colleges, he must observe the condi­
tions from which any type of education for its graduates has emerged. 
He must also be aware that the purpose of these colleges is not to lull 
students into a sense of security and well-being, but to serve as a step­
ping stone for future generations of Blacks into the real world. One 
can safely conclude that it is the mission of the Black college to 
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prepare its graduates for leadership and personally satisfying out­
comes in the realities of their lives as a part of the American dream. 
Credit for the success of Alcorn State University in meeting 
the demands imposed on it by society in realizing the American dream 
is due in part to the people who have spent all or part of their lives 
working, or attending Alcorn State University, Alcorn State Univer­
sity has some 8,000 alumni, yet little is known of the specific leader­
ship constributions of these graduates to the society of which they are 
a part. A real need exists to determine how its graduates have faired 
in society since leaving the institution. 
It was the purpose of this investigation to locate and identify 
agricultural education graduates from Alcorn State University and 
determine their perceived level of leadership achievements. Specifi­
cally, the objectives of this investigation were: 
1: To identify Indicators of leadership as perceived 
by selected agricultural education graduates from 
Alcorn State University. 
2. To identify leadership indicators perceived as im­
portant in the occupations of agricultural education 
graduates from Alcorn State University. 
3. To determine the extent to which agricultural edu­
cation graduates from Alcorn State University per­
ceive their occupation as providing those opportun­
ities or feelings necessary for the fulfillment of 
basic psychological and social needs. 
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The following operational definitions of terms were used for the 
purpose of this investigation: 
Autonomy - The opportunity for independent thoughts and action in ones 
present occupation. 
Communication - The frequency with which the perceived leader provides, 
seeks or facilitates exchange of information between himself 
and others, that ensures the accomplishment of group goals and 
objectives. 
Consideration - The frequency with which the perceived leader is involved 
in behavior indicative of friendship, mutual trust and certain 
warmth between himself and others. (69) 
Expectation - The consciously perceived probability of rewards in a 
given situation. (35) 
Gratification - The extent to which ones perceived expectations and im­
portance attached to such expectations are satisfied through 
ones present occupational experiences. 
Initiating structure - The ability to originate or facilitate new ideas 
and practices while maintaining a degree of self-assurance 
in dealing with day to day problems. 
Leadership - The ability to successfully assume the task of initiating, 
planning, organizing, directing, coordinating, clarifying, 
motivating, communicating and summarizing tasks relevant to 
group activities and goals. 
Motivation - The ability to influence others to respond in a positive 
way toward planned activities and group goals in such a way that 
conflict is minimum. 
Organization - The ability to define ones own work and the working rela­
tionship among fellow workers in the performance of their work. 
Planning - The ability to determine what should be done including clari­
fication of objectives, establishment of policies, determining 
methods and day to day implementation. 
Recognition - The ability to tactfully express approval or disapproval 
toward the behavior and performance of subordlnates/coworkers. 
Security - The feeling of self-contentment an individual has toward his 
ability to maintain his present occupation. 
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Self-esteem - Ones personal characteristic evaluation of himself as an 
individual with such evaluation including perceived occupa­
tional prestige and appreciation for a job well-done. 
Self-actualization - The perceived degree to which ones occupation pro­
vides the opportunity for personal growth, utilization of per­
ceived abilities and the accomplishment of worthwhile activi­
ties. 
Social need - The need to help others and to have ones efforts result in 
benefits to others. 
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REVIEW OF LITERATURE 
Job satisfaction and leadership are constructs which have been 
the subject of numerous investigations. Studies focusing on the rela­
tionship between these constructs have been few in number. Only four 
studies were found that dealt with perceived leadership ability, and 
none which investigated the relationship between occupational gratifi­
cation and perceived leadership ability. Therefore, the Review of Liter­
ature focuses on those studies which examine each of these constructs 
separately. This chapter will Include two divisions: 1) Occupational 
Gratification, which will include Self-concept and Occupational expecta­
tion, and 2) Leadership, which will include Concepts of leadership. 




There is supportive evidence that man has been concerned with self-
concept as a determinate of human behavior throughout recorded history. 
As viewed by Super (62, p. 18) "Self-concept is the Individual's picture 
of himself, the perceived self with accrued meaning", with such meaning 
influencing ones behavior as well as operating in the defense of and 
enhancement of the self. 
Literature reviewed concerning self-concept suggests that the self-
Implementation theory (62), has gained the most general acceptance as a 
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theory of vocational choice. This theory has significant implications 
for this investigation in evaluating the present occupations of agricul­
tural education graduates from Alcorn State University. According to 
Mansfield (40), this theory predicts that an individual will choose that 
occupation which he perceives will most likely allow him to implement 
his conception of himself; i.e., the occupation which will allow him to 
be what he desires to be. 
In 1966 Koxman (34) reviewed the works of Super and hypothesized 
that individuals high in self-esteem will seek those vocational roles 
which are congruent with their self-perceived characteristics. This hy­
pothesis is based on the assumption that individuals tend to behave in 
a manner that will maximize their sense of cognitive balance or consis­
tency. The clearest test to validate this hypothesis according to 
Korman, was to examine the relationship between self-perceived abilities 
and those abilities perceived as important in ones present occupation. 
Using 126 lower division students who had made fairly definitive occupa­
tional choices, and the measuring instruments of description inventory, 
and the ability assessment questionnaire developed by Ghiselli (23), 
Korman conducted such a study. Occupationally required abilities as per­
ceived by the individual were measured by the career description ques­
tionnaire of Ghiselli (23). The findings of this study supported the 
hypothesis that individuals with high self-esteem were more likely to 
see themselves possessing high levels of abilities in the areas where 
they saw their chosen occupation as requiring high levels of ability. 
The converse relationship was found for those individuals with low 
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self-esteem. 
It was not within the purpose of this review to expand on self-con­
cept and self-esteem. It was however, pertinent to this investigation 
to establish a frame of reference for self-perceptions, self-rating and 
self-fulfillment. 
Occupational expectation 
A review of writings by Brophy (14) and Terkel (65) revealed that 
psychological research of modem time has largely neglected the study of 
the relationship between human happiness and occupational expectation 
gratification. There are three apparent reasons for this neglect: 
1) the overemphasis of psychologists toward the study of human behavior, 
2) lack of emphasis on the study of personal aspirations, 3) disregard 
toward the influence of the Puritan work ethics and the Influence and 
its emphasis on creating distrust of anything associated with pleasure. 
Gordon (26) reinforces the above generalizations when he points cut thst 
our society places strong emphasis on achievement and the doing person­
ality. Kahler (29) further suggests that the significance of self"ful­
fillment and associated feelings of sensitivity, self-awareness and 
well-being are derived from and expected by an Individual from his occu­
pation. 
Most of the existing theories on job satisfaction consider crucial 
the relationship between what the individual desires and what he receives 
frcan his working environment. Such theories suggest that ones self-
esteem is equal to the ratio of successful pretensions. James (27) was 
the first to present a formula for defining self-esteem. His formula 
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Incorporated two important related ideas of self-esteem: First, was the 
significance of fulfillment and gratification from a personal point of 
view, and secondly, the relationship between personal constructs, such 
as happiness and personal construct success. 
To test James' theory, Schaffer (52) developed three instruments. 
One, a semiprojective questionnaire designed to measure the strength of 
12 needs (security, recognition, social welfare. Independence and etc.). 
A second instrument was used for appraising the degree to which each of 
the 12 needs were attained through the individual's occupation. The 
third questionnaire assessed the level of expected need outcome desired 
by the individual from occupation experiences. 
The questionnaires were administered to a sample of employed males 
in professional and semiprofessional occupations. Following several 
statistical analyses a correlation of .58 was obtained between the mean 
satisfaction score of each subject's two strongest needs and overall 
occupational gratification. Schaffer's study thus demonstrated the 
validity of the need gratification theory of occupational expectation, 
and suggested a basis for further research in occupational and leader­
ship expectations. 
As summarized by Korman (35, p. 218) "there is a growing body of 
literature which is supportive of the general hypothesis that perform­
ance is, in part, a function of the expectancies which others have of a 
person's competency and abilitieso" It is influenced by the extent that 
one is involved in a socially interpersonal environment in which others 
believe him to be competent and communicate such expectancies, then to 
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that extent, performance is facilitated. Such thinking is in general 
consistent with Likert's (36) theoretical model which argues that per­
formance is a function of ones self-perceived competencies for the task 
at hand, and that in return such self-perceived competencies are a func­
tion of ones previous experiences, self-concept, and perceived probabil­
ity of attaining the goal. 
Applying the works of Likert and Korman and using some 128 profes­
sional employees, Thompson (67) compared the relationship between ones 
expectations, experiences and attitudes. Thompson concluded that if 
ones experiences fall short of expectations, unfavorable attitudes 
occur whereas, when occupational experiences are better than ones ex­
pectation, favorable attitudes occur. It is significant to recognize 
that what one expects to achieve may be at considerable variance with 
what one desires or needs. Since it appears that ones expectations are 
more temporal and peripheral than ones needs and desires, the importance 
the individual places upon a goal may offer the more significant means 
toward understanding occupational fulfillment in terms of human beha­
vior. 
Few studies have been concerned with how the psychological charac­
teristics of leadership position in management jobs ate perceived by 
individuals in leadership positions» Porter (49) utilizing a modified 
Maslow-type categorization of needs in fulfillment and perceived impor­
tance of various needs conducted a study similar to that of Thompson. 
The five areas of needs studied, by preference included from lowest-
order to highest-order, were security, social, esteem, autonomy and 
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self-actualization. Subjects used in this study were individuals from 
the lowest levels of management jobs, or jobs associated with little 
decision-making, in three different organizations. The data analysis 
was focused on differences in perceptions between individuals in first-
level supervisory jobs versus those in lower-middle management jobs. 
The results of Porter's (50) study showed very conclusively that 
level of position was related to the amount of perceived deficiencies 
in need fulfillment with the lowest level indicating larger deficien­
cies than the higher levels. 
Leadership 
The word leadership has been widely used. Politicians, business 
executives, community workers, and educators employ it in speeches and 
writing. Yet, there is widespread disagreement as to its meaning. Re­
search undertaken by social scientists has continued to change, focusing 
first upon one aspect and then upon another. However, much still needs 
to be done if a systematic means for measuring ones leadership ability 
is to be obtained. It is important that an attempt be made at identi­
fying those indicators of leadership as perceived by individuals who 
are involved in some aspect or position of leadership. More specifi­
cally, such a frame of reference can serve the function of identifying 
indicators of ones leadership ability as perceived by the individual him­
self, while at the same time indicating the degree to which such abili­
ties are required in ones present occupation. The importance attached 
to any given indicator will aid in the assessment and attainment of 
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self-actualization by the individual in his present occupation. 
The literature concerning leadership encompasses a voluminous 
amount of material. Because of the quantity, it was necessary to limit 
the review section to selected areas. This review is organized into 
four sections 1) Concepts of leadership, 2) Leadership as influence, 
3) Leadership as behavior, and 4) Leadership as obedience. 
Concepts of leadership 
An analysis of the leadership concept is highlighted by the shift­
ing focus in theoretical orientation of leadership. Early writings con­
cerning leadership focused on the leader as a person. One such early 
concept was that of leadership seen as personality. This concept ap­
peared to many early theorists, as they attempted to explain what traits 
distinguished the individual who was recognized as a leader from indi­
viduals who were not so recognized. Bowden (11, p. 151) in a study of 
tue personality of student leaders in colleges, equated leadership with 
the strength of ones personality and concluded that: 
The amount of personality attributed to any individual may 
well estimate the degree of influence such a person can exert 
upon others. 
Writers such as Bingham and Davis (10) saw leadership and the lead­
ers as the individual possessing the greatest number of desirable per­
sonality and character traits and one who had the technical insight, 
knowledge, understanding, imagination and abilities essential for solv­
ing a particular problem. 
Stogdill (58, p. 65) after reviewing some 124 studies dealing with 
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leadership from the personality approach concluded, that a combination 
of traits did not make a person a leader because: 
Leadership is a relation that exists between persons in a 
social situation and individuals who are leaders in one situ­
ation may not necessarily be leaders in other situations. 
A careful review of the literature revealed that early studies in 
the personality approach to explaining leadership attempted to do so by 
isolating psychological and physical characteristics or traits, which 
would differentiate the leader from other members of his group. In the 
main, studies guided by this approach proved to be not too fruitful. With 
few exceptions, universal leadership traits have proven very difficult 
to identify resulting in little agreement as to the most useful traits. 
The difficulty of the trait approach was best summarized by Stogdill 
(58, p. 66) while at the same time possibly offering directions for the 
present study, when he concluded: 
Leadership is not a matter of passive status, or of the mere 
possession of some ccmbinaticn of traits. It appears rather 
to be a working relationship among members of a group, in which 
the leader acquires status through active participation and 
demonstration of his capacity for carrying cooperative tasks 
through to completion. 
Leadership as obedience 
With the apparent end to the trait approach as a means of measur­
ing leadership ability, researchers turned their attention to the approach 
of explaining leadership ability as the art of inducing obedience. 
Munson (45), using data obtained from high school students' records, 
equated high school physical and personality characteristics with posi­
tions of leadership while in college. He revealed the conclusion that 
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leadership was the ability to handle men so as to achieve the most with 
the least amount of friction. 
Allen (1) reviewed the early works of Munson and completed a simi­
lar study using leaders within corporations, and concluded that a leader 
was the individual who guides and directs other people, so as to insure 
their behavior in a desired manner. One could conclude that; The obedi­
ence approach can best be summarized as one regarding leadership as an 
undirectional exaltation of influence and an instrumentality for molding 
the group to the leader's will, with little or no recognition of the 
rights and desires of others. 
Leadership as influence 
Tead (64, p. 20), in an effort to help individuals who directed 
others, or who occupied positions of influence, attempted to explain 
leadership as: 
The ability or activity of influencing people to cooperate 
toward some goal which they come to find desirable and of 
mutual benefit. 
Upon closer examination of this definition, it became apparent that 
emphasis was focused on the satisfaction and sense of self-fulfillment 
obtained by both the leader from the followers and the followers from 
the leader. In 1951 Shartle (54) reviewed the works of Stogdill (58) 
and proposed several definitions of leadership based on the influence 
process. To Shartle, leadership was the ability to exercise positive in­
fluence or more specifically, the ability to exercise more influential 
acts than any other member of the group. 
Tannenbaum, Weschler, and Massarick (63, p. 24) after extensive 
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research in human relations, using U.S. Navy officials (motivational fac­
tors in productivity) and students attending the nursing school (inter­
personal influence and the nursing functions) at the University of 
California at Los Angeles concluded that: 
Leadership is the interpersonal influence, exercise in situa­
tions and directed, through the communication process, toward 
the attainment of a specific goal or goals. 
The uniqueness of this definition is that it did not limit leader­
ship ability to individuals whose influence potentials depended upon vol­
untary consent of others. Moreover, it was applicable to all interper­
sonal relationships in which influenced attempts were involved. Such 
relationships may range from superior—subordinate, staff-line, to the 
teacher-student. Such a relationship suggests that leadership is a 
process of function and not an exclusive attribute of a prescribed role. 
The influence concept of leadership ability recognizes the 
fact that individuals at the same level within an organization 
and who has equal power positions do not use such power with 
equal effectiveness to Influence other individuals^ The influ­
ence concept thus implies a relationship between leader and 
follower of a reciprocal nature, and not one of domination. 
The influence concept further implies that ones leadership 
ability exercises a determining effort on the behavior of 
group members and on the activities of the group. 
Leadership as behavior 
What behavior then distinguishes the person who is recognized by.the 
group members as a leader from individuals who do not come to be seen as 
leaders? Bass (5) using a class of 20 educational psychology students 
ranging in classification from freshman to graduate student, attempted 
to answer this question. Subjects were divided into two groups and each 
group participated in a total of six leaderless group discussions. Based 
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on the work of Bass, the following conclusions were drawn: 
If a group is given a verbal problem, with suitable motivation 
to cooperate and achieve the goals relevant to the problem, a 
differentiation of functions, roles and tasks will occur with­
in the group, with such tasks including, but not necessarily 
limited to, (1) initiating action, formulating problems and 
goals; (2) organizing group thinking; (3) clarifying and inte­
grating other individuals' responses; (4) questioning and moti­
vating others to respond; (5) accepting or rejecting others 
responses (6) outlining the discussion (7) summarizing and 
formulating the conclusions of the group. 
Because of the communication required in these activities or situ­
ations, one oftentimes assumes the more time an individual is forced 
to spend talking to the group, he perceives himself to be capable of 
leading or influencing others, and the more he is perceived by others to 
be a leader. However, Bass (5) warns that high participation is not the 
only measure leading to perceived leadership ability but rather both 
participation and leadership ability are functions of a third variable, 
that of performance and completion of group functions. 
Stogdill (58. p. 41) thus summarizes the influence concept as: 
The process (Act) of influencing the activities of an organ­
ized group in its efforts toward goal setting and goal achieve­
ment. 
The final attempts at explaining leadership ability for this study 
are offered by Shartle and Fiedler. For Fiedler (21, p. 8) leadership 
ability was best viewed: 
As the particular act in which a leader engages in the course 
of directing and coordinating the works of his or her group 
members and its organization. 
Shartle (55, p. 106) holds that leadership ability: 
Is an act that results in others acting or responding in a 
shared direction. 
18 
It will be assumed for the purpose of this investigation that such 
acts as described by Fiedler will involve structuring work relations, 
setting goals, praising, criticizing, and showing overall consideration 
for the welfare and feeling of subordinants/coworkers. 
Leadership ability as used in this study can best be viewed as the 
perceived principal force that allows an individual to stimulate, moti­
vate, and coordinate organizations in the accomplishments of their ob­
jectives. 
In retrospect Bass' (7) study appears to suggest that possibly the 
three most important indicators of ones leadership ability are 1) the 
degree to which the individual is perceived and perceives himself as 
being capable of carrying out group functions, 2) the abilities needed 
and possessed for carrying out group function, and 3) the importance 
placed upon these tasks by the individual who is to perform them. It 
is not within the context of this investigation to have subjects rated 
by group members, but it was within the boundary of this investigation 
to look at the relationship between perceived importance of a task and 
ones ability to perform such a task. 
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METHOD AND PROCEDURE 
The major objectives of this study were to ascertain the attitudes 
of agricultural education graduates from Alcorn State University toward 
occupational gratification and perceived importance of leadership indi­
cators. More specifically, it was the purpose of this investigation to 
1) determine graduates' feelings toward their present occupation as re­
lated to fulfillment of basic psychological needs and 2) identify indica­
tors of leadership, perceived importance in present occupation, and amount 
of indicators possessed by graduates. 
Identification of Leadership Indicators and 
Occupational Gratification Needs 
Once major objectives for this study were determined, it became 
necessary to determine items that could be used to measure occupational 
gratification and leadership ability. In an attempt to identify such 
items, the researcher reviewed the writings and research of leading 
scholars in human behavior and human relations fields. Emerging from 
the extensive review of leadership, it was evident that although much re­
search and writing had been done on the subject, there appeared to be 
little agreement on the true measure of ones leadership ability. How­
ever, there was some agreement on what could be included or considered 
as indicators of leadership ability. 
The major disagreement among professional writers and leading re­
searchers appeared to be more over the scale of measurement, rather than 
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the Items used. Items selected for use in this investigation were ob­
tained from a list of 180 such items developed in the leadership studies 
series at Ohio State University. Each of the 180 items or a battery of 
the items has been used by Shartle and Stogdill (56), Scott (53), Camp­
bell (15), Jaynes, Scott and Stogdill (28), and Welssenberg and Kavanagh 
(69) in the studies of leadership characteristics. Shartle and Stogdill 
(56) reported an odd-even reliability for a battery of 150 of these in­
dicators as ranging from .31 to .76 for self-assessment, and .73 for re­
liability of total score. 
A review of literature on job satisfaction provided little conclu­
sive finding to account for occupational gratification. However, it was 
apparent that major findings consider the needs and expectations of the 
individual as being important. Items used as indicators of occupational 
gratification in this investigation, with some modification are those 
developed by Porter (48) and used by Eran (20) in a study investigating 
the job attitudes of lower middle managers in relation to their perceived 
fulfillment of psychological needs, and the perceived opportunity to 
satisfy such needs. 
Selection of Sample 
Having tentatively determined items to be included in this study, 
it was necessary to secure the permission of Dr. Walter Washington, Pres­
ident of Alcorn State University, (see Appendix A) and Dr. Jesse A. 
Morris, Dean Division of Vocational and Technical Education, to conduct 
a follow-up study on agricultural education graduates. Written 
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permission was granted March 18, 1976. A copy of the letter is pre­
sented in Appendix B. 
Perhaps one of the most difficult steps was that of selection of 
individuals to include in this investigation. It has been suggested 
by Bass (7) that leadership ability is related to the time an individual 
participates in organizational functions. For the purpose of this in­
vestigation, only graduates with a minimum of three years work experi­
ence and who graduated after September, 1963 and before September, 1973 
were included. 
The names of all participants were obtained through the help of 
Mrs. Foster, registrar at Alcorn State University, Dr. Morris, Dean, 
Division of Vocational and Technical Education, and Dr. W. F. Jackson, 
Chairman, Department of Agricultural Education at Alcorn State Univer­
sity. The current addresses of participants were obtained in one of 
four ways: 1) those provided by the participant's college records; 
(2) those provided by Dr. Jesse A. Morris; 3) those provided through the 
help of key respondents; and, 4) those provided through the help of the 
United States Department of Agriculture. 
After securing and analyzing the current address of participants, 
it was determined that the most economical method to collect the de­
sired data for this investigation would be by questionnaire. The ques­
tionnaire, which is presented in Appendix C, was developed in three 
parts. Part one was composed of a list of 15 items. These items 
exemplified five basic psychological and social needs. Part two con­
tained 43 items and sought information pertaining to leadership 
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ability. Part three was comprised of 15 items relating to demographic 
data and leadership participation of each graduate. 
Development of Subprinciples for Part One 
The 15 items used in part one were those developed by Porter (49). 
The 15 need items were randomized and listed one through fifteen on the 
questionnaire. Because each of the 15 items were designed to measure a 
given psychological need, they were regrouped and are hereafter referred 
to as subprinciples. The subprinciples by categories were security, 
social need, self-esteem, autonomy, and self-actualization. 
Respondents were asked the following questions concerning each of 
the 15 items and were to respond using the rating scale described later 
in this chapter: a) What was expected? (How much of this feeling or 
opportunity did you expect from your present occupation?), b) What is 
provided? (How much of this feeling or opportunity is presently pro­
vided by your occupation?), and c) Importance to me? (How important 
is this feeling or opportunity to you personally?). 
Upon closer analysis of these questions, it became evident that 
there were several measures which could be derived from the use of this 
approach. Respondents measure of expectation for each of the 15 items 
was given in response to question A. The extent of gratification, as 
related to each item, was measured by the response to question B minus 
the response to question A. 
The extent of ones total expectation, feeling or opportunity 
provided and degree of importance associated with each of the five 
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subprinciple categories were obtained in three ways: 1) three independ­
ent svanmations on each of the items that measured a given psychological 
need based upon expectation, opportunity, or feeling provided, and per­
sonal importance of need; and 2) summation of both individual and group 
total score on each of the five psychological needs based upon expecta­
tion, opportunity or feeling provided, and personal importance of need; 
and (3) summation by subprinciples for the difference between the re­
sponse to B minus the response to question A. Throughout this investiga­
tion when reference was made to need fulfillment and occupational grati­
fication without specific designation to one of the five psychological 
needs, reference will be to that described in step two above by category. 
Development of Items for Part Two 
This investigation sought to study the relationship between per­
ceived leadership indicators, perceived degree of importance in present 
occupation, and amount of leadership indicator possessed by the respond­
ent. The importance of the item as an indicator of leadership ability 
was measured through response to question À, whereas the perceived im­
portance of the item in the respondent's present occupation was measured 
through response to question B. Self-assessment on perceived leadership 
indicators was measured through response to question C. Utilization of 
respondent's ability was measured by B minus C. 
A total of 43 items were selected, randomized, and appeared on the 
questionnaire as items 16 through 58. Because each of the 43 items were 
designed to measure specific leadership ability, they were regrouped 
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into seven subprinciples. The seven subprinciples identified were con­
sideration, recognition, motivation, planning, communication, organiza­
tion, and initiating structure. A total score for each of the subprin­
ciples was obtained using the procedure described in part one, with one 
exception. The measure used to determine utilization of respondent 
leadership ability was B minus C. 
Scale to Use 
A review of prior studies in leadership revealed that conclusions 
from these studies differed more on the methods and scale of measurement 
used than indicators used to measure leadership ability. It became 
apparent that some type of rating scale must be used that would provide 
the most reliable information of respondent's rating of each item and 
subprinciple. 
Early discussion by Matell and Jacoby (41) suggested that longer 
scales were not considered to be any more effective than scales with 
nine or less divisions. However, studies by Archer (3), Liu (39), and 
Wolins and Dickinson (71) indicated that transformation of a response 
scale to normal deviates resulted in an increasing relationship between 
reliability and the number of categories. A one to 99 point response 
scale was used to elicit the perceived importance, expectation, and 
amount of feeling or opportunity provided in part one and to measure 
importance and amount possessed on part two of the questionnaire. Re­
spondents were asked to rate each item as follows: a) a scale value of 
one indicated that the item was of little importance, or that the 
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respondent expected his occupation to provide little of this feeling 
or opportunity; b) a value of 50 indicated that the item was of average 
importance or that an average amount of this feeling or opportunity was 
provided by the respondent's occupation; and c) a value of 99 indicated 
that the item was of utmost importance, or that the respondent possessed 
a large amount of this characteristic. 
The one to 99 scale served the advantage of transforming a value 
of one to -2.33, a 50 to 0.00 and a value of 99 to 2.33. To eliminate 
decimals and negative numbers, scores were multipled by 100 and added to 
the constant 233. The transformation scale ranged from 0 (representing 
little importance) to 466 (representing utmost importance). 
Trial Testing of the Instrument for Clarity 
To ensure clarity of understanding of items on the instrument, a 
modified version was trial tested. Participants in the test were in­
formed that this was not a test and that only their understanding and 
rating of each item as stated were under consideration. Participants 
were encouraged to make comments and suggestions that would help improve 
clarity and completion of questionnaire by respondents. This form of 
the questionnaire was given July 22, 1976 to: 1) seven agricultural 
education graduate students enrolled in a class entitled "Administra­
tion of Vocational Education", held on the campus of Iowa State Univer­
sity, 2) one vocational education administrator, 3) one agricultural 
teacher educator, and 4) two nonagricultural education majors. 
After careful consideration of the comments and suggestions made 
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by the trial group, the number of items were reduced from 88 to 58. A 
typed copy of the instrument was submitted on August 10, 1976 to the 
Iowa State University Publication Office for reproduction and use in 
collecting the desired data. A copy of the completed instrument, as 
mailed to respondents along with a copy of a letter explaining the pur­
pose of the study, is presented in Appendix C. 
Administration of the Instrument 
Following assigning code numbers to the instrument for each of the 
potential respondents, the cover letter and returnable questionnaire 
(printed in Alcorn State University school colors) were mailed on 
September 10, 1975. A follow-up letter (presented in Appendix D) en­
couraging nonrespondents to complete the questionnaire was mailed on 
September 23, 1976. A second questionnaire and a modified cover letter 
(presented in Appendix E) were mailed to nonrespondents on October 18, 
1976, and a third letter (presented in Appendix F) without another 
questionnaire was mailed on October 27, 1976. Due to the low initial 
response, 50 nonrespondents were randomly selected--30 were contacted 
by telephone on October 29, 1976, and 20 by certified mail on November 2, 
1976. A summary of the respondents by year of graduation is presented 
in Table 1. Questionnaires received after November 22, 1976 were not 
included in the analysis of data for this investigation. 
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Table 1. Rate of response by participant group 
Year of 
graduation Number Number Number 










A coding system was developed and all data coded for key punching. 
Key punching and verification of data were done by the Iowa State Uni­
versity Computation Center Personnel. The step by step procedure followed 
in the analysis of the data is explained in the following paragraphs: 
1) As questionnaires were returned, they were Inspected for miss­
ing data. For respondents failing to rate items on part one 
and two, the center point of 50 was coded for that item. This 
procedure was used only a minimum number of times and never 
more than two times on any one part of the questionnaire. 
2) Ratings were transformed to normal deviates, with transformed 
scores ranging from 0 to 466. 
28 27 27 
34 31 29 
69 48 46 
131 106 102 
81% 78% 
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Means and standard deviation were calculated through computer 
programs for each item and by each subprinciple. 
A one-way analysis of variance was carried out for each sub-
principle among each group surveyed. 
A one-way analysis of variance was performed on discrepancy 
mean score for each indicator, and subprinciple among each 
group surveyed. 
The Scheffe test, as described by Kirk (32, p. 90), was used 
to test for differences among group means. 
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FINDINGS AND DISCUSSION 
The objectives of this investigation were to: 1) determine the 
feeling of agriculture education graduates from Alcorn State University 
toward their present occupation as related to fulfillment of basic 
psychological needs and 2) define the importance of selected leadership 
indicators in present occupations and the amount of selected leadership 
indicator possessed as perceived by agricultural education graduates 
from Alcorn State University. 
Findings of this investigation are presented in three parts. Part 
one includes: 1) major assumptions and description of participants, 
2) perceived importance of selected indicators as an indicator of leader­
ship ability, 3) perceived importance of leadership indicators in par­
ticipants' present occupation, and 4) perceived amount of leadership 
ability possessed and discrepancies between abilities needed and 
possessed. Part two includes: 1) perceived expectations from and oppor­
tunities provided in participants' present occupations toward fulfill­
ment of basic psychological and social needs. Part three is a summary 
of major findings. 
Major Assumptions and Description of Participants 
Major assumptions underlying this investigation were that: 
1) The subprinciples for both occupational gratification and 
leadership ability were representative of all aspects of 
leadership ability and occupational gratification as suggested 
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in parts one and two of this chapter. 
2) The groups studied had definite opinions about positions in 
which leadership abilities were Important to them personally 
and in their occupations. 
3) All participants in the investigation took an active and sin­
cere interest in completing the questionnaire. 
4) The method of data collection and resulting analyses were valid 
procedures and that the findings could be generalized to those 
participants included in the investigation. 
5) Any given subprinciple or indicator mean score above the average 
importance (233) level indicated that the subprinciple was 
important as perceived by that group or groups, and correspond­
ingly, accepted by these groups as an indicator of leadership 
ability or occupational gratification. 
6) The responses of these 102 agricultural education graduates from 
Alcom State University were representative of similar agricul­
tural education graduates from Alcorn State University, who had 
graduated during previous years. 
To determine the perceived occupational gratification level and 
perceived measurement of leadership ability of agricultural education 
graduates from Alcom State University, questionnaires entitled "Leader­
ship Indicators and Occupational Expectation of Alcorn State University 
Agricultural Education graduates" were mailed to those individuals grad­
uating from Alcorn State University between May, 1963, and September, 
1972. These graduates were subdivided into the following groups: 
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Group One—those individuals graduating in 1964, 1965, and 1966; Group 
Two--those participants who graduated in 1967, 1968, and 1969; and 
Group Three—those individuals who graduated in 1970, 1971, and 1972. 
The results of responses to these questionnaires are reported in 
Table 1. 
One hundred six of the questionnaires were returned, of which 102 
or 96 percent were usable. Questionnaires were judged not usable for 
one of two reasons: 1) the respondents did not complete the question­
naire and returned it unfinished or with more than six items with miss­
ing responses, or 2) survey forms were returned too late to be included 
in the computerized data analysis. 
To determine equality of the groups before data analysis, a con­
tingency table of usable questionnaires was constructed, and the cor­
responding Chi-square test conducted. The calculated Chi-square value 
was 11.6, significant at the .05 level, suggesting that cautions should 
be taken when interpreting significant group differences, because differ­
ence may be due to the response rate among groups. 
Analysis of demographic variables in Table 2 reveals that 86 per­
cent of the respondents were married, whereas only 12 percent were single. 
It was also noted that 35 percent of the respondents were employed as 
vocational agriculture teachers, and 22 percent ware employed in non­
federal agriculturally related occupations. Of the 102 respondents 
in this Investigation 70 percent were presently living in the southern 
part of the United States. 
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Table 2. Income, occupations, location and marital status of graduates 
Category Number Percentage 
Income 
By graduate group 
1964-1966 (mean income = $21,404) 
1967-1969 (mean income = $13,680) 
1970-1972 (mean income = $15,968) 
Total 
By occupations 
Agricultural teachers (mean income = $18,440) 
Agricultural related (mean income = $18,302) 
United State Department of Agricultural 
(mean income = $14,607) 













Perceived Importance of Selected Indicators of Leadership Ability 
The first specific objective of this investigation was to identify 
indicators of leadership as perceived by each group. This objective 
was accomplished through the measurement of participant's response to 
the question "How important is this characteristic to one's leadership 





































as mean scores in Table 3. 
The overall composite mean score for "perceived importance" of each 
indicator as an indicator of leadership ability was 390. Group one was 
observed to have the smaller mean score of 380, while group three had 
the largest composite mean score of 395. An analysis of variance test 
detected no significant difference among groups. 
A composite mean on each of the seven leadership subprinciples for 
the question "How important is this characteristic to one's leadership 
ability?" was computed. The composite mean analysis for each of the 
seven leadership subprinciples were summarized in Table 4. The seven 
leadership subprinciples were as follows: 1) planning--which included 
clarification of objectives, determining methods and the day-to-day im­
plementation of such methods or activities; 2) consideration—the day-to-
day involvement of the perceived leader with behavior indicative of 
friendship, mutual trust, and certain warmth between himself and others; 
3) communication—those activities in which the perceived leader pro­
vides, seeks, or facilitates exchange of information between himself and 
others; 4) organization—the ability to structure one's own work and 
the working relationship among subordinates in the performance of their 
work; 5) initiating structure—the ability to originate or facilitate 
new ideas and practices while maintaining a degree of self-assurance in 
dealing with the day-to-day problems; 6) recognition—the frequency with 
which the perceived leader exhibited the ability to tactfully express 
approval or disapproval toward the behavior and performance of subordi-
nates/coworkers; and 7) motivation--the frequency with which the 
Table 3. Overall mean, standard deviation and analysis of variance for perceived importance 
and amount of indicator possessed by year of graduation 
Means 
Category Overall 
mean Group I* Group II Group III F-value 
Degree of importance 
















Degree of perceived 
importance of indicator 


































^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
S^tandard deviations. 
Table 4. Composite means, standard deviation, rank and analysis of variance for perceived 
importance of subprinciple in leadership ability by year of graduation 
Means 
Category Overall  ^
mean Group I Group II Group III F-value 
N=102 N=27 N=29 N=46 
1. Planning Mean. 394.91 385.29 395.64 400.10 .561 
S.D.° 57.26 48.27 50.47 64.93 
Rank (2) (2) (2) (2) 
2. Consideration 391.16 380.74 391.76 396.88 .932 
48.59 37.09 43.48 56.02 
(5) (4) (5) (5) 
3. Communication 398.46 382.44 402.20 405.52 1.530 
56.05 46.79 55.48 59.43 
(1) (3) (1) (1) 
4. Organisation 391.56 387.54 393.45 398.74 .100 
53.83 47.84 53.10 57.36 
(4) (1) (3) (4) 
5. Initiating structure 378.64 372.94 378.75 381.92 .2459 
52.09 42.92 48.07 58.72 
(6) (6) (6) (7) 
6. Recognition 377.90 370.70 374.18 384.47 .491 
61.45 51.96 58.13 67.64 
(7) (7) (7) (6) 
7. Motivation 392.51 380.20 393.01 399.42 1.090 
53.39 43.89 49.40 59.28 
(3) (5) (4) (3) 
^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
^Standard deviations. 
^Rank of subprinciple means among other subprinciple means within each graduate group. 
37 
perceived leader exhibited the ability to influence others to respond 
in a positive way toward planned activities, personal goals, and group 
activities in such a way that conflict is minimum. 
The subprinciple entitled "Communication" was observed to have the 
highest composite mean score of 398. The subprinciple entitled "Recogni­
tion" had the lowest composite mean score of 378, Composite mean scores 
were computed by summing the transformed scores within each of the seven 
subprinciples, dividing by the appropriate number of items listed under 
each subprinciple and the number of respondents in each group. The 
total composite mean was computed by summing the responses to all 43 
indicators, dividing by 43 and the total number of respondents. All 
composite means were observed to be above the transformed "average" im­
portance value of 233 in perceived importance as indicators of leadership 
ability. 
Analyzing the composite means for the seven leadership subprinciples, 
it was evident that, with the exception for subprinciple 4, group three 
had placed the greatest importance on each of the subprinciples per­
ceived to be important in leadership ability. The least importance 
placed of these subprinciples was expressed by group one. An analysis 
of variance test was conducted to determine significant difference among 
group mean scores. It was observed that F-values for each of the sub-
principles were not significant at the .05 level (.05 Fg, 99 = 3.1). 
However, it was of importance to note that all subprinciples mean scores 
were above the transformed "average" mean importance score of 233 for 
perceived importance and were perceived as indicators of leadership 
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ability by all participants. 
Further analysis of those Indicators perceived to be indicators of 
leadership ability were performed to help satisfy the first objective of 
this investigation. The analysis consisted of two steps: 1) listing 
each indicator in numerical order within each leadership subprinclple, 
and 2) assigning an overall mean ranking to each of the 43 indicators 
within each subprinclple for each group. 
Ranking for perceived importance of all indicators of leadership 
ability are presented in Table 5. It was observed that perceived im­
portance placed on indicators differed among groups. In the main, group 
three, which consists of the more recent graduates, perceived indicators 
Involving mutual trust, warmth between oneself and others and the ability 
to motivate others as the more important indicators of leadership ability. 
Group one, which was composed of the older graduates, perceived indi­
cators measuring the ability to organize working relationships among 
fellow-workers and to maintain a degree of self-assurance in dealing 
with day-to-day problems to be the most important Indicators of leader­
ship ability. Those individuals graduating between 1967-69 (group two) 
tended to see indicators representative of planning and certain warmth 
between himself and others as their most important indicators of leader­
ship ability. 
The following five indicators were perceived to be most important 
based upon overall mean rankings. Making other feel at ease when talk­
ing to you had the highest overall mean score of 414. This indicator 
was ranked second for both group three (419) and group two (416) and 
Table 5. Means, standard deviations, analysis of variance for perceived importance of indicators 





means Group I* Group II Group III F-
value 
N=102 N=27 N=29 N=46 
PlanninR 
Analyze problems in a logical. Mean. 385.66 378.14 376.27 396.00 .1145 
methodical manner, so as to include S.D.c 72.73 58.49 76.48 76.40 
alternative approaches. Rank (25) (23) (34) (25) 
Project ahead and avoid crises by 384.96 385.66 372.89 392.15 .5206 
forethought. 78.92 60.41 69.88 91.90 
(27) (18) (36) (28) 
Be accurate and consistent in making 403.68 384.29 417.58 406.30 2.037 
decisions. 63.13 51.57 58.25 69.19 
(8) (19) (1) (10), 
Establish plans of action for con­ 405.32 393.03 415.79 405.93 .7849 
sidering long range objectives. 67.55 67.29 65.02 68.10 
(6) (10) (3) (12) 
Consideration 
Be friendly and approachable. 391.48 387.59 383.72 398.67 .5663 
63.20 47.47 64.18 69.56 
(19) (13) (26) (18) 
Treat all individuals as your 378.61 362.77 363.93 397.17 1.794 
equal. 89.96 65.39 118.36 77.29 
(35) (35) (41) (23) 
Put into operation workable sug­
























































Seek subordinates/coworkers approval 














Place special efforts on doing little 
things to make working conditions 





























^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
^Standard deviations. 
^Rank of subprinciple means among other subprinciple means within each graduate group. 
Table 5 (Continued) 
Indicators by 
subprincipî.e grouping 
Find timei to listen to others. 
Let subordinates/coworkers know 
their assigned responsbilities. 
Communication 
Verbally express yourself to 
others. 
Express oneself effectively in 
reports, letters, and in memo­
randums. 
Inform subordinates as to who is 
responsible for each activity. 
Give subordinates sufficient 
notice on changes effecting 
accepted practices. 




means Group I Group II Group III F-
value 





























































































informed on matters relating to 
the organization. 
Organization 
Change one's approach in dealing with 
new situations 
Relate to usbordinates/coworkers how 
their job fits into the total organi­
zation. 
Budget and use time efficiently. 
Use standard methods of evaluating 
individual's performances. 
Delegate responsibility. 
See that subordinates have the 
resources needed to work 
Identify problems without having 
them pointed out to you. 
Initiating structure 






















































































































Table 5 (Continued) 
Indicators by 
subprlnciple grouping 
Try out innovative ideas on 
others 
Maintain definite standards of 
performance. 
Stress the need for new and 
innovative practices. 
Recognition 
See that subordinates are rewarded 
for a job well-done. 
Explain your reasons for criticism. 
Criticize one's own performance. 
Give credit to subordinates both 
publicly and privately. 
Means 
Overall 
means Group I Group II Group III F-
value 





























































































Understand that the needs of 
subordinates/coworkers change 
from day-to-day. 
Be capable of motivating people 
effectively and In a positive way. 
See your position as supportive to 
the total organization. 
Strive continually to improve your 
motivating techniques. 
Make a special effort to inspire 
subordinates/coworkers to pursue 
certain goals. 
Make a conscious effort to get sub­
ordinates/coworkers to do what you 
ask them. 
Understand that you can persuade 





























































































third for group one with a mean of 406. Receiving the second highest 
overall mean ranking of 410 was the ability to let subordinates know 
their assigned responsibilities. This indicator was ranked first by 
group three (422), ninth by group two (406), and eleventh by group one 
(393). The ability to find time to listen to others ranked third over­
all (409), and third as expressed by group three (414), sixth as ex­
pressed by group two (412), and eighth as expressed by group one (396). 
Being capable of motivating people effectively and in a positive way 
ranked fourth with an overall mean of 408. This indicator was also 
ranked fourth by group three (408) and by group one (400). The ability 
to identify problems without having them pointed out to you was ranked 
fifth overall (406), twelfth by group one (392), fifth by group two 
(414), and seventh by group three (407). 
A closer analysis of the data presented in Table 5 supports the 
conclusion that no significant difference among group means existed as 
related to their perceived importance of each indicator as an indicator 
of leadership ability. 
Those leadership indicators perceived to be of least importance by 
all groups involved were the ability to try out innovative ideas on 
others, the ability to criticize one's own performance, the ability to 
change one's approach in dealing with new situations, and the ability 
to put into operation workable suggestions offered by subordinates. As 
was observed with the top five indicators perceived to be the most im­
portant, there were no significant differences among group means for each 
of the above least important leadership Indicators. 
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The following conclusions were made based upon data presented in 
Table 5: 
1. That all groups perceived each indicator above the transformed 
"average" importance mean score of 233, suggesting that all 
indicators were perceived to be important to leadership ability 
by all groups. 
2. Participants who graduated between 1970-72, group three, con­
sistently perceived each selected leadership indicator to be 
more important to leadership ability than did groups one and 
two. 
Perceived Importance of Leadership Indicators in Present Occupations 
A second objective of this investigation was to identify leader­
ship indicators perceived to be important in the respondents' present 
occupation. This objective was measured through participant's response 
to the question, "How important is this characteristic in your present 
occupation?" Each response was measured on a scale of one to ninety-
nine as to perceived importance. Analysis of this question consisted 
of three steps. 
As was presented in Table 3, step one consisted of obtaining a 
total mean score and standard deviation for each group as well as an 
overall mean score for perceived importance and the sum of the seven 
subprinciples. It was observed that group three had the highest per­
ceived importance composite mean score and that group one had the lowest 
composite mean score. Further, an analysis of variance test revealed 
47 
no significant difference among the groups in their overall perceived 
importance of leadership indicators in the respondents' present occupa­
tions. Each group's composite mean score was much higher than the trans­
formed average importance mean score of 233. 
A composite mean score for each of the seven leadership subprin-
ciples was determined by adding the transformed scores within each of 
the seven subprinciples and dividing by the appropriate items within 
each subprinciple and the number of respondents in each group. The 
composite mean score for perceived importance of indicators in partici­
pant's present occupation and standard deviations by group are listed 
in Table 6. The ranking by group for each of the seven subprinciples 
are also presented in Table 6. 
All participants in this investigation felt that the subprinciple 
dealing with communication (mean of 383) was the most important leader­
ship indicator in their present occupation. The subprinciple dealing 
with recognition, which had a mean of 360, was considered to be least 
important. All groups perceived each indicator to be above the average 
importance mean score of 233. Overall, the groups did not differ sig­
nificantly on their perceived importance on each of the seven leader­
ship subprinciples. In the main, participants graduating between 1967 
and 1969 (group two) consistently rated each subprinciple higher than 
group one and slightly lower than group three. It was observed that both 
groups two and three ranked the subprinciple entitled "consnunication" 
first, while participants graduating between 1964-66 (group one) per­
ceived the subprinciple entitled "planning" as the most important 
Table 6. Composite means, standard deviation, rank and analysis of variance for perceived 










































































7. Motivation 378.61 356.87 382.19 389.11 2.44 
61.66 66.62 44.22 64.79 
(4) (6) (4) (3) 
^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
'^Standard deviations. 
^Rank of subprinciple means among other subprinciple means within each graduate group. 
50 
subprlnciple in their present occupations. 
The mean scores, standard deviations and overall ranking of each 
indicator within each subprinciple are presented in Table 7. The mean 
scores for only three of the 43 indicators were significantly different 
among groups at the .05 level. The three indicators for which signifi­
cant differences among group means existed were observed to be: putting 
into operation workable suggestions offered by subordinates, looking 
out for the welfare of subordinates/coworkers, and keeping subordinates 
well-informed on matters relating to their occupations. It was further 
noted that none of the groups rated an indicator below the transformed 
mean score of 233, which would correspond to the average mean rating of 
50 on the original importance scale. 
Group one, while perceiving each of the three indicators to be 
important in their present occupation, placed far less importance on 
each indicator than did groups two or three. The greatest difference 
was between participants who graduated between 1964-1966 (group one) and 
those graduating between 1970-1972 (group three). Group three consis­
tently placed more importance on indicators measuring the subprinciple 
entitled "consideration" than did groups one and two, suggesting that 
group three felt that they were not listened to by their superiors for 
suggestions that they may have offered. Keeping subordinates informed 
on matters relating to their occupations was perceived significantly 
different by group one (344) and group three (399). The observed mean 
score difference was significant at the .05 level. 
Observing the group that consistently rated all indicators high, 
Table 7. Means, standard deviations, analysis of variance and rank for leadership indicators 





means Group Group II Group III F-
value 
N=102 N=27 N=29 N=46 
Planning 
.4979 Analyze problems in a logical. Mean^ 383.13 373.22 382.44 389.39 
methodical manner, so as to S.D. 66.29 53.51 68.76 70.62 
include alternative approaches. Rank*^ (19) (16) (20) (21) 
Project ahead and avoid crises 364.98 351.33 356.93 378.08 .9915 
by forethought. 85.98 89.79 66.02 99.69 
(35) (31) (38) (32) 
Be accurate and consistent in 394.60 375.11 407.24 398.08 1.890 
making decisions. 64.16 56.96 59.20 68.39 
(4) (15) (1) (8) 
Establish plans of action for con­ 393.10 378.62 399.79 397.39 .6766 
sidering long range objectives. 75.29 86.00 65.11 73.40 
(7) (9) (5) (9) 
Consideration 
Be friendly and approachable. 385.27 377.92 378.00 394.17 .7133 
67.65 55.77 63.90 74.86 
(15) (12) (24) (17) 
Treat all individuals as your 361.80 338.59 358.20 377.69 1.463 
equal. 95.20 85.12 114.77 83.44 
(38) (37) (41) (33) 
Put into operation workable 















Look out for the welfare of sub­

























































Place special efforts on doing 
little things to make working condi­





























^Groups were identified as follows; Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
^Standard deviations. 
'^Rank of subprinciple means among other subprinciple means within each graduate group. 
* 
Table value for significance at the .05 level with 2 and 99 degrees of freedom was 3.1. 
Table 7 (Continued) 
Indicators by 
subprinciple grouping 
Find time to listen to others. 
Let subordinates/coworkers know 
their assigned responsibilities. 
Communication 
Verbally express yourself to 
others. 
Express oneself effectively in 
reports, letters, and in memo­
randums . 
Inform subordinates as to who 
is responsible for each activity. 
Give subordinates sufficient notice 
on changes affecting accepted 
practices. 




means Group I Group II Group III F-
value 





























































































informed on matters relating to 
the organization 
Organization 
Change one's approach In dealing 
with new situations. 
Relate to subordinates/coworkers 
how their job fits into the total 
organization. 
Budget and use time efficiently. 
Use standard methods of evaluating 
individual's performances. 
Delegate responsibility. 
See that subordinates have the 
resources needed to work with. 
Identify problems without having 
them pointed out to you. 
Initiating structure 





















































































































Table 7 (Continued) 
Indicators by 
subprinciple grouping 
Try out innovative ideas on others. 
Maintain definite standards of 
performance. 
Stress the need for new and innovative 
practices. 
Recognition 
See that subordinates are rewarded 
for a job well-done. 
Explain your reasons for criticism. 
Criticize one's own performance. 
Give credit to subordinates both 
publicly and privately. 
Means 
Overall 


































































































Understand that the needs of sub-
ordinates/coworkers change from 
day-to-day. 
Be capable of motivating people 
effectively and in a positive way. 
See your position as supportive to 
the total organization. 
Strive continually to improve your 
motivating techniques. 
Make a special effort to inspire sub-
ordinates/coworkers to pursue certain 
goals. 
Make a conscious effort to get sub­
ordinate s/coworkers to do what you 
ask them. 
Understand that you can persuade 





























































































group three had the highest group mean for 30 indicators, group one had 
the lowest group mean for 38 indicators, and group two was observed to 
have the lowest mean only once. Making others feel at ease when talk­
ing to you, identifying problems without having them pointed out to 
you, maintaining definite standards of performance, and being accurate 
and consistent in making decisions were perceived to be the most im­
portant leadership indicators in respondent's occupation as reflected 
by their overall mean ranking in Table 7, Correspondingly, the subprin-
ciples and indicators rated least important by all groups were criticiz­
ing one's own performance, trying out innovative ideas on others, under­
standing that the needs of subordinates changes from day-to-day and put­
ting into operation workable suggestions offered by subordinates/co-
workers . ( 
It was noted that both group one and group three agreed on the 
ranking of indicators, identifying problems without having them pointed 
out to you, and establishing plans of action for considering long range 
objectives. This agreement was of interest to the writer because it 
marked the first time group one and group three perceived any indicator 
similarly. However, the degree of importance placed on these indicators 
was much higher from group one than group three. 
Summarizing the data in Tables 6 and 7, it was concluded that: 
1. Regardless of mean size, there was little difference among 
groups in the importance placed on indicators of leadership 
ability as needed in their present occupation. 
2. All groups perceived each subprinciple and each indicator above 
58 
the average importance mean score of 233. 
3. Group two consistently perceived each indicator to be less 
important than either group one or three. 
4. The more recent graduates represented by group three placed 
significantly more importance on indicators measuring consider­
ation abilities than did group two or one. More recent grad­
uates felt that superiors should listen, consider, and put 
into operation suggestions offered by subordinates/coworkers. 
Perceived Amount of Leadership Indicator Possessed and 
Difference Between Indicators Perceived Important in Present 
Occupation and That Possessed by Graduates 
Participants were asked to rate their perceived degree of profici­
ency on each of the seven subprinciples. The degree of perceived pro­
ficiency was measured through participant's response to the question, 
"How much of this characteristic do you possess?" The total composite 
mean and standard deviation for each group's response to this question 
are presented in Table 3. The reported mean for each group was observed 
to be above the "average" amount possessed mean of 233. Group one was 
noted to be least proficient with a "perceived" possession mean of 
368, whereas group three had the greatest degree of proficiency with 
a mean score of 380. 
A summary of the data received from participants on each of the 
seven leadership subprinciples are presented in Table 8. The overall 
highest mean was observed to be 385 for the subprinciple entitled 
"consideration". An analysis of variance test on each of the 
Table 8. Composite means, standard deviation, rank and analysis of variance for perceived 
amount of indicator possessed by year of graduation 
Means 
Subprinciples Overall 
mean Group Group II Group III F-value 
N=102 N=27 N=29 N=46 

















































































7. Motivation 375.73 359.25 379.57 382.98 2.141 
49.07 35.99 49.56 53.01 
(2) (7) (2) (3) 
^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
^Standard deviations. 
'^Rank of subprinciple means among other subprinciple means within each graduate group. 
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subprlnciples revealed no significant difference among group means. 
The group perceiving to have the greatest degree of proficiency on each 
of the seven subprlnciples was group three. 
Presented in Table 9 are the mean standard deviations and mean 
rankings for each of the 43 indicators by group. Significant differ­
ences were observed among group means for the indicator promoting com­
munication among others. The observed F-value for this indicator was 
4.09, significant at the .05 level. Further analysis of this indicator 
revealed that the greatest difference was between group three with a 
mean of 400 and group two with a mean of 257. Analysis of the group 
mean scores for each of the 43 indicators, it was evident that group 
three and two perceived themselves as possessing high levels of ability 
in consideration indicators studied. Group one, however, was perceived 
to possess a high level of ability in those indicators associated with 
consideration, recognition, and initiating structure abilities. 
Overall mean rankings in Table 9 revealed that holding in confi­
dence certain information, making others feel at ease when talking to 
you, and finding time to listen to others were the three indicators per­
ceived to be most possessed by all groups studied. These findings sug­
gest that overall, graduates from Alcorn State University perceived 
themselves as being in people-oriented occupationso Based upon the 
overall mean rank, participants were perceived to possess low abilities 
in giving subordinates sufficient notice on changes affecting accepted 
practices, putting into operation workable suggestions offered by sub­
ordinates /coworkers, and establishing plans of action for considering 
Table 9. Means, standard deviations, analysis of variance and rank for perceived amount of 





means Group Group II Group III F-
value 
N=102 N=27 N=29 N=46 
Planning 
365.40 Analyze problems in a logical. Mean, 365.58 357.48 370.88 .4800 
methodical manner, so as to S.D. 56.77 38.82 61.46 
include alternative approaches. Rank^ (23) (23) (38) (37) 
Project ahead and avoid crises 354.94 355.66 351.48 356.69 .5168 
by forethought. 68.62 49.11 64.27 80.07 
(28) (35) (41) (41) 
Be accurate and consistent in 374.74 366.77 372.31 380.95 .6265 
making decisions. 53.55 35.66 58.21 58.27 
(15) (21.5) (18.5) (21.5) 
Establish plans of action for con­ 374.42 376.44 369.41 376.39 .1334 
sidering long range objectives. 60.82 58.38 66.24 58.43 
(41) (13) (24) (32) 
Consideration 
Be friendly and approachable. 392.17 390.18 380.65 400.60 .9337 
61.85 52.10 68.61 61.40 
(4) (4) (12) (3) 
Treat all individuals as your 381.64 372.81 361.75 399.36 1.925 
equal. 85.08 71.44 105.76 73.45 
(14) (14) (35) (5) 
Put into operation workable suggest-


























































Seek subordinates/coworkers approval 














Place special efforts on doing little 
things to make working conditions 














Make others feel at ease when 














^Groups were identified as follows: Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
^Standard deviations. 
^Rank of subprinciplu means among other subprinciple means within each graduate group. 
Table 9 (Continued) 
Indicators by 
subprinciple grouping 
Find time to listen to others. 
Let subordinates/coworkers know 
their assigned responsibilities. 
Communication 
Verbally express yourself to 
others. 
Express oneself effectively in 
reports, letters, and in memo­
randums . 
Inform subordinates as to who is 
responsible for each activity. 
Give subordinates sufficient 
notice on changes effecting 
accepted practices. 




means Group I Group II Group III F-
value 





























































































informed on matters relating to 
the organization. 
Organization 
Change one's approach in dealing with 
new situations. 
Relate to subordlnates/coworkers how 
their job fits into the total organ­
ization. 
Budget and use time efficiently. 
Use standard methods of evaluating 
individual's performances. 
Delegate responsibility. 
See that subordinates have the re­
sources needed to work with. 
Identify problems without having 
them pointed out to you. 
Initiating structure 























































































































Table 9 (Continued) 
Indicators by 
subprinciple grouping 
Try out innovative ideas on 
others. 
Maintain definite standards of 
performance. 
Stress the need for new and 
innovative practices. 
Recognition 
See that subordinates are re­
warded for a job well-done. 
Explain your reasons for 
criticism. 
Criticize one's own performance. 
Give credit to subordinates both 
publicly and privately. 
Means 
Overall 
means Group I Group II Group III F-
value 




























































































IMderstand that the needs of sub-
ordinates/coworkers change from 
day-to-day 
Be capable of motivating people 
effectively and in a positive way. 
See your position as supportive to 
the total organization. 
Strive continually to improve your 
motivating techniques. 
Hake a special effort to inspire 
subordinates/coworkers to pursue 
certain goals. 
Make a conscious effort to get sub­
ordinate s/coworkers to do what you 
ask them. 
IMderstand that you can persuade 
others by listening to them. 




























































































with 2 and 99 degrees of freedom was 3.1. 
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long range objectives. 
To determine the degree to which participants perceived their occu­
pations as providing opportunities that allows for one's maximum leader­
ship utilization, the term "discrepancy mean" was used. The overall 
composite discrepancy mean for utilization of leadership ability are 
presented in Table 3. The composite discrepancy mean, summarized in 
Table 10 for each of the 43 indicators, were computed as follows: 1) the 
computed mean score on each indicator by group for perceived amount of 
leadership indicator possessed was subtracted from the mean score for 
perceived importance of indicators in participants present occupation, 
and 2) negative means were produced when participants are perceived to 
possess more of an indicator than was required in his present occupa­
tion. 
Data in Table 10 reveal that each group perceived to be most defi­
cient in planning indicators. This deficiency was evidenced by the large 
numbers of positive mean scores. An analysis of variance test on group 
mean differences revealed that putting into operation workable sugges­
tions offered by subordinates/coworkers was the only indicator with a 
significant F-value. The observed F-value was 3.39, which was signifi­
cant at the .05 level. Of interest to the writer was the fact that all 
groups were perceived to possess more ability in "consideration" indica­
tors than was needed in their present occupation. Group one was observed 
to be the group not utilizing its leadership ability, as was evident 
by the fact that all but two consideration indicators discrepancy mean 
scores were negative for this group. 
Table 10. Means, standard deviations, analysis of variance and rank of leadership indicator 
discrepancies between amount possessed by graduates and amounts needed in graduates' 
occupations by year of graduation 
Discrepancy means 
Indicators by Overall 
subprinciple grouping means Group I* Group II Group III F-
value 
N=102 N=27 N=29 N=46 
Planning 
Mean, 17.54 Analyze problems in a logical. 7.81 24.96 18.58 .7448 
methodical manner, so as to S.D.* 52.72 51.23 48.93 54.97 
include alternative approaches. Rank (7) (6) (6) (8) 
Project ahead and avoid crises 10.04 -4.33 5.44 21.39 1.709 
by forethought. 59.66 62.50 62.33 53.74 
(11) (22) (21) (4) 
Be accurate and consistent in 19.86 8.33 34.93 17.13 1.358 
making decisions. 62.14 49.85 72.42 59.73 
(3) (4) (3) (9) 
Establish plans of action for con­ 18.68 2.18 30.37 21.00 1.766 
sidering long range objectives. 57.35 68.97 48.56 52.58 
(5) (10) (4) (5) 
Consideration 
Be friendly and approachable. -6.90 -12.25 -2.65 -6.43 .2244 
53.30 57.45 50.94 51.94 
(34) (31) (31) (37) 
Treat all individuals as your -19.84 -34.22 -3.55 -21.67 1.704 
equal. 62.90 76.03 50.76 58.86 
(43) (41) (34) (43) 
Put into operation workable sug­ -14.10 -43.33 -3.41 -3.69 3,394 
gestions offered by subordinates/ 69.22 78.52 66.37 59.56 
coworkers. (39) (43) (33) (33) 
Look out for the welfare of sub- -11.84 -35.51 -3.17 -3,41 2.869 
ordinates/coworkers. 60.69 78.79 53.71 47,50 
(36) (42) (32) (34) 
Be willing to make changes. -1.52 -1.96 -2.34 -0.76 .8508 
54.26 44.68 71.35 46,33 
(27) (18) (30) (32) 
Hold in confidence certain -18.93 -15.85 -21.51 -19,10 .5791 
information. 61.54 62.88 54.43 64,81 
(42) (34) (42) (42) 
Seek subordinates/coworkers -12.53 -22.37 -21.58 -1.06 1.372 
approval on important matters. 63.35 88.74 53.87 46.98 
(38) (38) (43) (31) 
Place special efforts on doing little -7.67 -3.96 -5.51 -11.21 .2805 
things to make working conditions 43.43 40.49 49.73 40.46 
pleasant for subordinates/coworkers. (35) (21) (36) 
Make others feel at ease when 3.15 1.22 7,03 1,84 .9232 
talking to you. 56.95 57.68 51.13 59,81 
(20) (13) (17) (27) 
^Groups were identified as follows; Group I = 1964-1966 graduates. Group II = 1967-1969 
graduates, and Group III = 1970-1972 graduates. 
''standard deviations. 
^Rank of subprinciple means among other subprinciple means within each graduate group. 
"k 
Table value of significance at the ,05 level with 2 and 99 degrees of freedom was 3.1. 
Table 10 (Continued) 
Indicators by 
subprinciple grouping 
Find time to listen to others. 
Let subordinates/coworkers know 
their assigned responsibilities. 
Communication 
Verbally express yourself to 
others. 
Express oneself effectively in 
reports, letters, and in memo­
randums . 
Inform subordinates as to who is 
responsible for each activity. 
Give subordinates sufficient notice 
on changes effecting accepted 
practices. 
Promote communication among others. 
Discrepancy means 
Overall 
means Group I Group II Group III F-
value 
W=102 N=27 N=29 N=46 
-3.38 -8.18 2.06 -4.00 .2789 
51.27 48.69 54.08 50.60 
(30) (26) (24) (36) 
3.93 5.55 1.06 11.30 .6412 
62.94 54.83 54.80 70.81 
(19) (9) (25) (13) 
29.55 21.55 51.31 20.54 1.45 
81.03 64.45 85.36 84.37 
(1) (1) (1) (6) 
24.47 -1.25 37.91 31.08 2.93 
66.40 65.57 60.74 66.19 
(2) (17) (2) (1) 
1.01 -13.33 -2.17 11.45 1.764 
55.64 61.00 58.84 47.57 
(23) (31) (29) (12) 
8.20 -7.03 27.68 4.86 2.055 
66.15 56.81 82.31 56.14 
(13) (24) (5) (21) 
8.86 1.48 22.89 4.34 1.03 
62.35 48.96 94.25 37.91 
(12) (11) (8) (23.5) 
Keep subordinates/coworkers well-
informed on matters relating to 
the organization. 
Organization 
Change one's approach in dealing 
with new situations. 
Relate to subordinates/coworkers how 
their job fits into the total organ­
ization. 
Budget and use time efficiently. 
Use standard methods of evaluating 
individual's performances. 
Delegate responsibility. 
See that subordinates have the 
resources needed to work with. 
Identify problems without having 
them pointed out to you. 
Initiating structure 























































































































Table 10 (Continued) 
Indicators by 
subprinciple grouping 
Try out innovative ideas on 
others. 
Maintain definite standards of 
performance. 
Stress the need for new and 
innovative practices. 
Recognition 
See that subordinates are re­
warded for a job well-done. 
Explain your reasons for criticism. 
Criticize one's own performance. 
Give credit to subordinates both 
publicly and privately. 
Discrepancy means 
Overall 
means Group I Group II Group III F-
value 





























































































Understand that the needs of sub­
ordinates /coworker s change from 
day-to-day. 
Be capable of motivating people effec­
tively and in a positive way. 
See your position as supportive to 
the total organization. 
Strive continually to improve your 
motivating techniques. 
Make a special effort to inspire 
subordinates/coworkers to pursue 
certain goals. 
Make a conscious effort to get sub­
ordinates/coworkers to do what you 
ask them. 
Understand that you can persuade 
others by listening to them. 
-15.52 -21.00 -12.55 -14.19 
61.68 81.91 48.63 54.60 
(40) (36) (38) (41) 
19.48 16.14 18.10 22.30 
64.42 52.37 51.29 76.94 
(4) (2) (12) (2) 
10.43 0.55 16.41 12.45 
57.45 72.85 42.77 54.45 
(10) (14) (14) (11) 
2.05 10.14 -13.37 7.04 
61.66 52.50 70.43 58.91 
(22) (3) (39) (17) 
6.33 -7.74 21.89 4.78 
59.20 66.94 55.61 54.03 
(17) (24) (10) (22) 
2.59 -11.92 3.79 10.36 
62.13 86.40 51.22 48.36 
(21) (28) (22) (14) 
-5.19 -2.85 -15.89 0.17 
54.74 64.39 46.04 52.63 









The top three overall Indicators perceived as best utilizing 
participants' leadership abilities were: delegating responsibilities 
(with a mean difference score of 0.12), using standard methods of eval­
uating individual's performances (mean difference score of .42), and 
keeping subordinates/coworkers well-informed on matters relating to the 
organization (with a mean difference score of 0.84). 
The following conclusions were formulated based upon data presented 
in Tables 9 and 10. 
1. There were no significant differences between groups for per­
ceived overall amount of leadership ability possessed. 
2. Group three consistently perceived Itself as having more lead­
ership ability than did groups two or one for any given indi­
cator. 
3. Graduates who had been out of school longer, group one, consis­
tently perceived their occupations as not utilizing their 
leadership ability. 
4. The subprinciples observed to be not utilizing participants' 
abilities were those entitled "consideration" and "initiating 
structure". 
5. The younger graduates, group three, considered putting sub­
ordinates' suggestions into operation to be more important 
than did the older graduates. 
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Correlations of Subprlnclples 
To determine the relationship that existed between leadership 
subprlnclples product moment correlation coefficients were computed by 
correlating the responses of all 102 participants for each subprlnciple 
with each of the other subprlnclples. The correlation coefficients are 
summarized in Table 11. Based upon data presented in this table the 
following observations were made: 
1. Overall each of the seven leadership subprlnclples were highly 
correlated with no subprlnciple correlating lower than .43. 
2. Correlation coefficients ranging between .58 and .66 were ob­
served for indicators measuring the degree of perceived impor­
tance of the ability to determine what should be done, deter­
mining methods and day-to-day implementation of such methods, 
and the perceived importance of this ability in participants' 
occupations. 
3. A correlation of .75 was observed between perceived importance 
of indicators measuring the subprlnciple entitled "planning" 
as an indicator of leadership ability and the perceived im­
portance of indicators measuring the subprlnciple entitled 
"organization". 
4. As supported by a correlation coefficient of .79, participants 
perceiving indicators measuring the subprlnciple entitled 
"consideration" to be important also perceived indicators 
measuring the subprlnciple entitled "communication" to be im­
portant in their occupations. 
Table 11. Correlation for leadership subprinciples. Intercorrelation 
matrix of leadership subprinciples for perceived importance 
to leadership ability, degree of importance in participants' 




A" J: A 2 B C A 3 B C A 
A 1.00 
1 B .8042 1.00 
C .5801 .6698 1.00 
A .7988 .6999 .4526 1.00 
2 B .5885 .7316 .4609 .8252 1.00 
C .5122 .6440 .6763 .7072 .7801 1.00 
A .8121 .6325 .4371 .7964 .5940 .5279 1.00 
3 B .6672 .7419 .4653 .7427 .7586 .6593 .8356 1.00 
C .5472 .5743 .7043 .5682 .5413 .7514 .6935 .7530 1.00 
A .8263 .6429 .4338 .8433 .6474 .5386 .7830 .6685 .4968 1.00 
4 B .6514 .7549 .5387 .7409 .8115 .6758 .6207 .7384 .5623 .7796 
C .6325 .6242 .6163 .6461 .6189 .7345 .6012 .6185 .6809 .7555 
A .8285 .7471 .4820 .8784 .7218 .6369 .8015 .7165 .5457 .7912 
5 B .5961 .7582 .4818 .7261 .8819 .7137 .5640 .6933 .4839 .6087 
C .5217 .6621 .7058 .6184 .6827 .8458 .4945 .6033 .7228 .5107 
A .8204 .6977 .4598 .8585 .7015 .6085 .8023 .7079 .5834 .7558 
6 B .6518 .8134 .5223 .7445 .8654 .7329 .6227 .7455 .5558 .6363 
C .5248 .6457 .7642 .5828 .6324 .7845 .4973 .6131 .7145 .5195 
A .8561 .6865 .4451 .8680 .6538 .5512 .8579 .7162 .5517 .8326 
7 B .6788 .7788 .5155 .7672 .8252 .6683 .6718 .7701 .5576 .6639 
C .5429 .5998 .7367 .6066 .5904 .7700 .5605 .6057 .7427 .5211 
^Seven leadership subprinciples, see Table 5. 
^Perceived importance of indicator as an indiator of leadership 
ability. 
^Perceived importance of indicator in participants' occupations. 













.6822 .5978 1.00 
.7772 .5640 .7983 1.00 
.6644 .7013 .6609 .7342 1.00 
.6347 .5750 .9104 .7221 .5968 1.00 
.7928 .6120 .7920 .9040 .7303 .7636 1.00 
.6729 ,6726 ,6146 .6675 .8394 .5883 .7338 1.00 
.6787 .6110 .8690 .6431 .5599 .8417 .6881 .5498 1.00 
.8152 .6191 .7613 ,8326 .6785 .6968 .8461 .6545 .8270 
,6187 ,6773 .5897 ,5712 .7799 .5669 .6474 .8035 .6731 
79 
5. It was observed that participants perceiving themselves as 
possessing high abilities in indicators measuring the sub-
principles entitled "consideration" (.78) also perceived them­
selves as possessing high abilities in indicators indicative 
of "communication" (.75), "organization" (.73), "initiating 
structure" (.84), "recognition" (.78), and .77 for the sub-
principle entitled "motivation". 
6. Participants perceiving indicators measuring the subprinciple 
entitled "communication" to be an Important indicator of lead­
ership ability also perceived indicators measuring the subprin­
ciple entitled "initiating structure" to be an Important indi­
cator of leadership ability. However, participants perceiving 
communication to be important in their occupation did not per­
ceive themselves as possessing high abilities in intiating 
structure, which to some degree involves communication indi­
cators. 
Perceived Expectation From and Opportunities Provided 
in Participant's Present Occupation Toward Fulfillment of Basic 
Psychological and Social Needs 
The final objective of this investigation was to determine the 
extent to which agricultural education graduates from Alcorn State Uni­
versity perceived their occupation as providing the necessary oppor­
tunities for the fulfillment of basic psychological and social needs. 
To accomplish this objective the 102 participants were subdivided into 
groups based upon occupation. 
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The four groups used in this study were: 1) those graduates 
presently involved in the teaching of agricultural education at the 
secondary and postsecondary level; 2) those involved in agricultural 
related occupations not related to federal employment; 3) those em­
ployed by the United States Department of Agriculture; and 4) those 
employed in occupations not related to agriculture. As presented in 
Table 2, group one comprised 35 percent, group two comprised 22 percent 
group three comprised 31 percent, and group four comprised 13 percent 
of the participants studied. 
Each group of participants was asked fifteen questions designed 
to measure five occupational gratification subprinciples referred to 
hereafter as basic psychological and social needs subprinciples. The 
subprinciples measured were: 1) security—the feeling of self-content­
ment one has toward his ability to maintain his present occupation; 
2) social needs--the need to help others and to have one's efforts re­
sult in benefits to others; 3) self-esteem—the degree to which one's 
occupation provides opportunities for personal character evaluation of 
oneself; 4) autonomy—the opportunity for Independence through and 
action in one's present occupation; and 5) self-actualization—the per­
ceived degree to which one is provided the opportunity for personal 
growth and utilization of one's abilities. The fifteen Indicators were 
randomized and listed 1-15 on the questionnaire (Appendix C). 
Participants were asked two basic questions to be used in measur­
ing their feeling toward their present occupation. The questions were 
1) How much of this feeling or opportunity did you expect from your 
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present occupation, and 2) Hew much of this feeling or opportunity is 
presently provided by your occupation. Participants were to respond 
using a one to 99 scale, with one being no importance and 99 being ut­
most importance. 
Transformed means described elsewhere in this investigation were 
used to rate each group's response. The total composite mean score for 
each of the basic measures on each group are presented in Table 12. 
As is evident by observing data presented in this table, the overall 
mean scores on each of the basic two questions are above the transformed 
"average importance" mean score of 233 and are therefore considered to 
be measures of occupational gratification. Several additional observa­
tions were made: 1) that all groups expected more from their occupa­
tion than was received; 2) group three expected more from its occupation 
than did groups one, two or four, and also received more from its occupa­
tion than did the other three groups; 3) groups three and one placed the 
greatest importance upon the importance of the overall fulfillment of 
basic psychological needs. An analysis of variance test detected no 
significant difference among groups on their total composite mean score 
in responding to the basic questions. 
Summarized in Table 13 are the five subprinciples measuring what 
participants expected from their occupation along with the means, 
standard deviations, and ranking for each group. Indicators measuring 
social needs were observed to have the highest overall mean of 352, 
whereas indicators measuring autonomy had the lowest overall mean score 
of 337. Analyzing the groups on each of the subprinciples, it was noted 
Table 12. Total composite means, standard deviations and analysis of variance for occupational 
gratification indicators by occupational area 
Means 
Category Overall ^ 
means Group I Group II Group III Group IV F-value 
What was expected Mean. 
S.D.b 
What is provided 
Importance to me 
N=102 N=36 N=22 
345.80 345.67 340.17 
54.84 54.54 52.52 
329.38 329.11 317.71 
54.74 53.94 53.99 
391.14 383.92 380.83 
50.35 56.76 44.82 
N=31 N=13 
356.52 330.09 .8151 
55.33 51.89 
341.27 321.49 .8988 
52.38 57.87 
410.05 383.52 2.163 
38.08 53.62 
Groups were identified based upon occupations as follows: Group I = agricultural teachers, 
Group II = agricultural related, Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
Table 13. Composite means, standard deviations, and analysis of variance for what participants 




means Group I* Group II Group III Group IV F-value 
N=102 N=36 N=22 N=31 N=13 



















































































^Groups were identified based upon occupations as follows: Group I = agricultural teachers. 
Group II = agricultural related. Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
'^Rank of subprlnciple means among other subprlnciple means within each occupational group. 
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that 1) group three consistently expected more from their occupation 
than did groups one, two, or four, and 2) based upon composite mean 
ranking, group four expected less opportunities for the fulfillment 
of psychological needs than did the other three groups. It was inter­
esting to the writer, however, to note the low expectation group four 
had for their occupation providing opportunities that enhances one's 
self-esteem. An analysis of variance test showed no significant dif­
ference between groups and their overall composite mean score for 
each of the five subprinciples measuring occupational gratification. 
It was also interesting to note that the subprinciple entitled 
"security" ranked third for all groups following the subprinciples 
entitled "social needs" and "self-actualization". However, group 
three expected more security from their occupation ind ranked social 
needs second and self-actualization third. Groups one and two expected 
their occupation to provide more opportunities for social need devel­
opment. Both of these groups ranked this subprinciple first. 
Observing the four groups on each of the 15 indicators, it was 
noted that the groups were very much alike in terms of what they ex­
pected from their occupations. Data in Table 14 revealed significant 
differences among group mean score on two indicators. The observed 
F-value for feeling that your administrators are willing to discuss 
subordinates' problems and that you are given the opportunity to par­
ticipate in setting goals within the organization were 3.13 and 2.89 
respectively, significant at the .05 level. 
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It should be noted that the mean for each Indicator measuring what 
opportunities participants expected from their occupation were above the 
transformed "average importance" mean score of 233. It was concluded 
that each group's expectations were "above average" in importance. The 
opportunity to help other people through their present occupation and 
the opportunity for personal growth were ranked first and second in ex­
pectation based upon overall mean score. The opportunity to help others 
through participant's present occupation was ranked eleventh by group 
four and not lower than second by the remaining three groups. 
Group four, while consistently expecting less opportunities from 
their occupations for the fulfillment of psychological needs, based upon 
mean rankings, placed the greatest importance on personal character 
evaluation and occupational prestige within the community. Based upon 
mean scores ranking group one was observed to have expected their 
occupations to provide more opportunities for the development of the 
feeling that adequate appreciation and recognition are given for a job 
well done (384). This indicator was ranked 12 by group three (344) and 
13 by group two (327). 
Based upon data in Table 14, it was concluded that 1) in the main 
younger graduates expected their occupations to provide more opportuni­
ties for the fulfillment of basic psychological and social needs; 2) all 
groups involved expected their occupation to provide those opportunities 
that allowed for the fulfillment of psychological and social needs; 
3) foremost, the groups expected their occupations to meet their social 
needs and to allow for self-actualization. 
Table 14. Mean, standard deviation, rank and analysis of variance for what participants 
expected from their occupations in meeting psychological and social needs fulfill­






Group I Group II Group III Group IV F-
value 
N=102 N=36 N=22 N=31 N=13 
1) Security 
2) 
The feeling of security you 





















The feeling that promotions 


















The feeling that your adminis­



















The opportunity to help other 


















The opportunity to develop 


















The feeling that your adminis­
trators encourage cooperation 
within and/or between depart­


















The prestige of your present 340.53 
occupational position within 77.46 
the community. (11) 
The prestige of your occupation 338.32 
within the business or profes- 69.43 
sion in which you are employed. (12) 
The feeling that adequate 343.33 
appreciation and recognition 77.90 
are given for a job well-done. (9) 
4) Autonomy 
The opportunity for Independent 350.98 
thought and action in your 63.89 





















































^Groups were identified based upon occupations as follows: Group I = agriculture teachers. 
Group II = agricultural related, Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
'^Rank of indicator mean among other indicator means within each occupational group. 
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Table value for significance at the .05 level with 3 and 98 degrees of freedom was 2.76. 
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Perceived Opportunities Provided in Participants' Occupations 
for Fulfillment of Psychological and Social Needs 
The extent to which participants' psychological needs were met was 
measured through respondents' response to the question, "How much of 
this opportunity is provided in your occupation?". A one to 99 scale 
was used to measure each group's response. The transformed means, 
standard deviations, and analysis of variance tests for each occupational 
gratification subprinclples are presented in Table 15. It was noted 
that the composite mean score on each subprlnciple for all groups was 
above the transformed "average" mean score of 233, suggesting that all 
participants saw their occupations as providing above average opportun­
ities for the fulfillment of psychological and social needs. 
The highest composite mean score for all groups was attributed to 
the subprlnciple entitled "social needs". The observed overall mean 
score for this subprlnciple was 346. Participants employed by the United 
States Department of Agriculture (group three) were Identified as hav­
ing the highest group mean score (354). Vocational agricultural teachers 
(group one) perceived their occupation as providing the second highest 
degree of opportunities for meeting social needs with a mean score 
of 352. 
Subprlnciple four, entitled "autonomy" was observed to have the 
second highest overall mean score of 329. Participants employed in non­
federal agricultural related occupations (group two) perceived their 
occupation as providing the least amount of opportunities for independ­
ent thought and action, based upon mean score ranking. Group three 
Table 15. Composite mean score, standard deviation, rank and analysis of variance for 
perceived amount of opportunity or feeling provided by participants' occupations 
in meeting psychological and social needs by occupational area 
Means 
Subprinciple Overall ^ 
mean Group I Group II Group III Group IV F-value 
N=102 N=36 N=22 N=31 N=13 



















































































^Groups were identified based upon occupations as follows: Group I = agricultural teachers. 
Group II = agricultural related, Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
^Rank of subprinciple means among other subprinciple means within each occupational group. 
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perceived their occupations as providing more opportunities for inde­
pendent thoughts (343), than did group four (320) or group one (330). 
The subprinciple entitled "security" received the overall lowest 
composite mean score ranking (320). It was interesting to note that 
individuals employed as vocational agriculture teachers and those em­
ployed in nonfederal agriculture related occupations, perceived their 
occupations as providing less security than did the other groups. Par­
ticipants employed in nonfederal agricultural related occupations (group 
two) perceived their occupations as providing the least amount of 
security, with a mean score of 305. 
It was interesting to observe the groups' ranking on subprinciple 
three entitled "self-esteem". The group composed of agricultural educa­
tion teachers was observed to perceive their occupation as providing 
the largest amount of opportunities for enhancing self-esteem. The mean 
score for this group was 333. Group four, participants employed In 
occupations other than agriculture, was observed to have the lowest mean 
score (317) for this subprinciple. The mean scores for each group 
measuring the subprinciple entitled "self-esteem" were above the trans­
formed mean score 233, suggesting that the opportunities for the devel­
opment of self-esteem needs were provided in each of the group's occu­
pations. 
To determine if there were differences among groups on specific 
indicators measuring psychological and social needs, an analysis of 
variance test was conducted on all groups for each of the fifteen indi­
cators. The mean scores, standard deviations, and mean rankings for 
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each of the fifteen Indicators are presented in Table 16. Two general 
observations were made based upon data presented in this table: 1) that 
the group differed significantly on perceived opportunities provided in 
their occupation for need fulfillment and 2) all group mean scores were 
above the transformed mean score of 233. 
A closer analysis revealed that significant difference existed on 
four of the fifteen indicators measuring psychological and social needs. 
Two indicators on which significant differences were observed were for 
the subprlnclple entitled "security". The remaining two significant 
indicators were observed for subprlnclples four and five, entitled 
"autonomy" and "self-actualization" respectively. 
The remaining mean score for all groups on each of the remaining 
eleven indicators were above the transformed "average" mean score of 233. 
The following five Indicators based upon overall mean score rank­
ing were perceived to be provided by participants' occupation. The 
opportunity to help other people through one's present occupation had 
the highest overall mean score of 356. This indicator was ranked first 
by agricultural related, group two (351), second for agricultural teachers, 
group one (366), third by government employed graduates, group three 
(365), and ninth by nonagrlcultural related, group four, with a mean 
of 318. Receiving the second highest overall mean score ranking of 349 
was the opportunity to develop close friendships through one's present 
occupation. This indicator was valued first by vocational agriculture 
teachers (374), third by the nonagrlculture related group (342), sixth 
by the agriculture related group (329), and eleventh as expressed by 
Table 16. Mean, standard deviation, rank and analysis of variance for perceived opportunity 
or feeling provided by participants' occupation in meeting psychological and social 





mean Group I* Group II Group III Group IV F-
value 
N=102 N=36 N=22 N=31 N=13 
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The feeling that your adminis­
trators encourage cooperation 
within and/or between depart­
ments or work areas. 
333.15 316.63 322.04 
81.20 85.05 61.89 
(8) (11) (7) 




The prestige of your present 334 .90 345.02 333.45 342.22 291 .84 
occupational position within 79 .29 66.79 84.03 69.58 105 .89 
the comaunity. (6) (4) (3) (9) (14) 
The prestige of your occupation 335 .00 334.58 331.95 343.32 321 .53 
within the business or profes­ 67 .56 59.94 67.33 64.70 88 .58 
sion in which you are employed. (5) (5) (5) (8) (8) 
The feeling that adequate 312 .68 320.50 312.31 293.58 337 .23 
appreciation and recognition 75 .73 70.99 75.23 71.70 86 .98 





The opportunity for independ­


















^Groups were identified based upon occupations as follows: Group I = agriculture teachers. 
Group II = agricultural related, Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
''standard deviation. 
^Rank of indicator mean among other indicator means within each occupational group. 
* 
Table value for significance at the .05 level with 3 and 98 degrees of freedom was 2.76. 
**Table value for significance at the .01 level with 3 and 98 degrees of freedom was 4.1. 
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The feeling of self-ful- 318.84 313.27 318.45 342.03 279.61 
flllment. 54.05 50.23 54.50 49.19 47.20 
(12) (13) (9) (10) (15) 
The opportunity for personal 330.44 323.91 318.95 344.41 334.61 
growth and development in 75.55 87.88 57.13 69.17 75.12 
your present occupation. (9) (7) (8) (7.6) (5.5) 
The feeling that your adminis­ 321.21 325.00 304.63 326.87 341.00 
trators appreciate you and 81.21 82.19 81.43 75.83 84.67 








the United States government group (338). The opportunity for inde­
pendent thought and action within one's occupation was ranked third over­
all (340), third by group one (349), fourth by group two (333), sixth 
by group three (344), and eleventh by group four (314). Receiving 
the fourth highest overall mean ranking (337) was the feeling of job 
security provided in participants' present occupation. This indicator 
was ranked twelfth by group one (315), second by group two (342), 
second by group three (370), and thirteenth by group four (310). The 
degree of prestige provided within one's profession was ranked fifth 
overall (335). Group one (335) and group two (332) ranked this indica­
tor fifth, whereas groups three (343) and four (322) ranked it eighth. 
An analysis of variance test detected significant difference among the 
groups on only one of the top five indicators. Group three perceived 
their occupation as providing sufficient security (370) while group 
four (310) and group one (315) perceived their occupations as providing 
a lesser degree of security. The observed F-value for mean score dif­
ference among groups was 4.4 significant at the .01 level. 
A significant difference was observed among groups on the feeling 
that one's administrators are willing to discuss subordinates' problems. 
Group three as expressed by a mean score of (361) perceived their super­
visors as having this ability where as group two (288) perceived their 
administrators as not being willing to discuss their problems. The F-
value for observed difference between group three and two was 3.42 sig= 
nificant at the .05 level. The perceived degree to which participants' 
occupation provided opportunities to participate in the setting of goals 
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for their occupations differed significantly among groups. Group three 
(377) was observed to perceive their occupations as providing the great­
est opportunity for the development of autonomy, whereas group four 
perceived their occupation as not fulfilling this need. Significant 
difference among groups was observed on the degree to which partici­
pants perceived their occupation as providing opportunities which allow 
for self-actualization. The observed F-value was 4.74, which was sig­
nificant at the .01 level (.05 F^, 98 = 2.76). Participants employed 
in nonagricultural related occupations (280) perceived their occupa­
tions as providing less opportunities for self-actualization than did 
the other groups. The greatest observed mean score difference was be­
tween group four (280) and group three (342). 
Based upon data presented in Tables 15 and 16 the following conclu­
sions were made; 
1. That the groups did not differ significantly overall on the 
opportunities provided for the fulfillment of psychological 
and social needs. 
2. That in the main participants employed by the United States 
Department of Agriculture (group three) perceived their occupa­
tion as providing more opportunities for fulfillment of basic 
psychological needs than did the other three groups. 
3. That the vocational agriculture teachers (group one) perceived 
their occupations as providing greater opportunities for social 
need fulfillment than did participants employed in nonagricul­
tural occupations (group four). 
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4. That all groups included in this investigation perceived their 
occupations as providing above the "average" opportunities for 
the fulfillment of psychological and social needs. 
Difference Between Perceived Expectation from and Opportunities 
Provided in Participants' Occupations for the Fulfillment 
of Psychological and Social Needs 
To determine the degree to which participants perceived their occu­
pations as providing opportunities that allow for the fulfillment of 
basic psychological and social needs the term discrepancy was used. The 
composite discrepancy mean for fulfillment of psychological and social 
needs are presented in Table 17. Discrepancy means for basic psycho­
logical and social needs were computed as follows: 1) the computed 
mean score on each subprinciple by group for perceived opportunities 
provided in participants' occupation for fulfillment of psychological 
and social needs were subtracted from the mean score for perceived oppor­
tunities participants expected their occupations to provide in meeting 
their psychological and social needs and 2) negative means resulted when 
participants perceived their occupation as providing more opportunities 
for fulfillment of psychological and social needs than was expected. 
Data in Table 17 reveals that with the exception of group four, 
for the subprinciple entitled self-esteem, each group expected their 
occupations to provide more opportunities for the fulfillment of psycho­
logical and social needs than were provided. This deficiency was evl= 
denced by the large numbers of positive mean scores for each of the re­
maining subprinciples and groups. An analysis of variance test on group 
Table 17. Composite mean, standard deviation, rank and analysis of variance for perceived 
difference between what participants expected and that provided in their occupa­
tions by occupational area 
Means 
Subprinciple Overall 
mean Group I^ Group II Group III Group IV F-value 
N=102 N=36 N=22 N=31 N=13 



















































































^Groups were identified based upon occupations as follows: Group I = agricultural teachers, 
Group II = agricultural related. Group III = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
^Rank of subprinciple means among other subprinciple means within each occupational group. 
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mean differences support the conclusion of no significant mean differ­
ence between opportunities participants expected their occupations to 
provide and those provided by their occupation for the fulfillment of 
psychological and social needs. It was observed that both agriculture 
teachers and participants employed in agricultural related occupations 
perceived their occupations as providing less security than was expected, 
based upon discrepancy mean scores. As supported by discrepancy mean 
score ranking, participants employed in agricultural related occupations, 
and those employed in nonagricultural related occupations perceived 
their occupations to be most deficient in providing opportunities which 
enhances self-actualization. Whereas, agricultural teachers, partici­
pants employed by the United States Department of Agriculture, and the 
nonagricultural related group perceived their occupation as providing 
opportunities for the fulfillment of social need. Overall, participants 
employed in nonagricultural occupations perceived their occupations as 
providing more opportunities for the fulfillment of autonomy needs. 
The discrepancy mean score standard deviations and overall ranking 
of each occupational gratification Indicator within each subprinciple 
are presented in Table 18. No significant difference was observed among 
the groups' discrepancies means score for each of the fifteen occupa­
tional gratification indicators. It was observed that participants 
employed in nonagricultural related occupations, perceived their occupa­
tions as providing more opportunities to participate in determining 
methods and the day-to-day procedures within their occupations than was 
expected. This group also perceived their occupations as providing more 
Table 18. Mean, standard deviation, rank and analysis of variance for perceived difference 
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trators encourage cooperation 
within and/or between depart­
ments or work areas. 
14.02 14.69 37.90 
64.91 61.90 63.76 
(8) (9) (4) 




The prestige of your present 5.63 
occupational position within 49.74 
the community. (13) 
The prestige of your occupation 3.31 
within the business or profes- 60.05 
sion in which you are employed, (14) 
The feeling that adequate 30.64 
appreciation and recognition 80.98 
are given for a job well-done. (2) 
4) Autonomy 
The opportunity for independ- 11.45 
ent thought and action in your 69.23 
present occupation. (9) 
6.08 9.31 3.67 2.84 .6818 
45.08 46.74 49.67 64.52 
(11) (12) (11) (10) 
7.83 6.77 8.09 -26.46 1.219 
59.45 48.62 54.02 80.81 
(10) (13) (8) (15) 
27.69 15.00 50.80 17.23 1.040 
77.83 58.82 87.80 94.08 
(4) (11) (2) (5) 
4.22 23.59 5.80 24.38 .5632 
67.90 64.34 61.56 90.31 
(12) (6) (10) (2) 
^Groups were identified based upon occupations as follows; Group I = agriculture teachers. 
Group II = agricultural related, Group Ilil = United States Department of Agriculture and Group IV 
= nonagricultural related. 
^Standard deviation. 
^Rank of indicator mean among other indicator means within each occupational group. 
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opportunities to cooperate with other departments within their occupa­
tions. 
The following conclusions were formulated based upon Tables 17 and 
18. 
1. In the main all groups expected their occupations to provide 
more opportunities for the fulfillment of psychological and 
social needs than were provided by their occupations. 
2. Participants employed in nonagricultural related occupations 
perceived their occupations as providing more opportunities to 
determine methods and day-to-day procedures, than did agricul­
ture teachers and participants employed by the United States 
Department of Agriculture. 
3. Based upon composite mean discrepancy ranking agriculture 
teachers and those participants employed by the United States 
Department of Agriculture perceived their occupations as pro­
viding more opportunities for the development of close friend­
ship with others than was expected for the fulfillment of social 
needs. 
Major Findings 
Major findings emerging from this investigation involving: 1) iden­
tifying selected indicators of leadership ability and perceived impor­
tance of leadership indicators in participants' occupations and 2) per­
ceived opportunities expected from and those provided in participants' 
occupations for the fulfillment of psychological and social needs, are 
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summarized in the following paragraphs: 
1. Composite mean score for all groups on each leadership subprin-
ciple measuring perceived importance of subprinciple as indi­
cators of leadership ability were above the transformed average 
importance mean, and were perceived as important indicators of 
leadership ability. 
2. All groups studied perceived each of the 43 selected leadership 
indicators, and thus, basic leadership ability, as important 
in their present occupations. 
3. In the main, younger graduates consistently perceived selected 
indicators of leadership to be more important in their present 
occupation than did those graduates who had been out of school 
for longer periods of time. 
4. Younger participants perceived their occupations as requiring 
significantly more ability to put into operation workable sug­
gestions offered by subordinates, and looking out for the 
welfare of subordinates, than did the other two groups, sug­
gesting that the most recent graduates perceived themselves as 
holding supervisory positions. 
5. The subprinciple entitled "communication", measuring the fre­
quency with which the perceived leader provided, sought or 
facilitated exchange of information, was in the main, perceived 
to be most important in the occupations of the most recent 
group of graduates. 
6. All groups studied perceived the subprinciple entitled 
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"initiating structure" in a similar manner, ranking it con­
sistently near the bottom in importance for both subprinciple 
and indicator of leadership ability. 
7. In the main there was a high correlation between perceived 
importance of selected indicators of leadership, importance of 
indicators in present occupation and perceived amount of indica­
tor possessed, suggesting that participants who perceived 
leadership indicators above the average mean score in impor­
tance also perceived themselves as possessing above the average 
amount of that Indicator. 
When the 102 participants were grouped according to present occupa­
tion, it was observed that; 
1. Each group expected more opportunity for the fulfillment of 
basic personal psychological needs from their occupation than 
was provided. 
2. No significant difference was observed between what partici­
pants expected and the opportunities provided In participants' 
present occupation for the fulfillment of their basic psycho­
logical and social needs. 
3. The opportunities for development of social needs was observed 
to be perceived as the number one psychological and social 
need subprinciple expected to be fulfilled in participants' 
occupations. 
4. In the main, participants employed by the United States Depart­
ment of Agriculture expected their occupations to provide more 
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security and opportunities for independent thought and action 
than did the other three groups. 
5. The agricultural related group perceived their occupations as 
providing significantly less security than did individuals em­
ployed in government related occupations. 
6. Based upon composite mean rankings, the agricultural related 
and nonagricultural related groups placed greater importance on 
opportunities for self-actualization than did agricultural 
teachers and the government employed group. 
7. Agricultural teachers perceived their occupation as providing 
significantly less feelings of job security than did partici­
pants employed by the United States Department of Agriculture. 
8. Group two perceived their administrators as being most unwilling 
to discuss their problems. It was interesting to note that 
this group also expected their administrators to be unwilling 
to discuss subordinates' problems. 
9. Participants employed in nonagriculturally related occupations, 
perceived their occupations as providing significantly less 
opportunities for personal growth and utilization of personal 
skills, than did those employed by the U.S. government. 
10. Participants employed in nonagriculture related occupations 
consistently expected and perceived their occupations as not 
providing opportunities necessary for the fulfillment of their 
psychological and social needs. 
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Implications and Recommendations 
As an outgrowth of this investigation, several implications and 
recommendations were made by the investigator. The pivotal focus of 
these implications and recommendations was directed toward the Depart­
ment of Agriculture at Alcorn State Iftiiversity, State Department of Agri­
culture for Mississippi and counselors throughout the state. The follow­
ing paragraphs summarize these implications and recommendations. 
Overall, all respondents perceived each leadership subprinciple to 
be both important as an indicator of leadership ability and important in 
respondents* present occupation. Moreover, the more recent graduates 
placed more importance on subprinciples and indicators as an indicator of 
leadership ability than did the graduates who had been out of school long­
er. These findings should be analyzed with caution. These findings sug­
gest that the more recent graduates may have experienced a period of ac­
celerated grading during their education and therefore perceived "average" 
as being much higher than the graduates who have been out of school long­
er. Perhaps these findings could mean that the more recent graduates 
were much more aware of the importance and need of planning, communica­
tion, consideration, and the ability to organize if one is to become a 
leader. One could further hypothesize that the more recent graduates had 
a more positive self-concept and self-appraisal of themselves than did the 
older graduates. However, the most pronounced reason for this finding 
may be attributed to the fact that many of the more recent graduates were 
employed in occupations not readily available to Alcorn State University 
graduates before and immediately following the Civil Rights Act of 1964. 
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These graduates may, therefore, perceive themselves as having high abil­
ities as a result of their being employed in their present occupations. 
As a result of these propositions, it is recommended that investigations 
be conducted to determine specifically what percentage of the graduate's 
time is devoted to performing activities that are measurements of 
leadership subprinciples. An additional recommendation that is made 
is that Alcorn State IMiversity develop a program of inservice educa­
tion including seminars and workshops to help graduates develop a more 
realistic evaluation of themselves and their abilities. 
There was common consensus among groups that putting into operation 
workable suggestions offered by subordinates was an important indicator 
of leadership ability. Yet, the graduates who had been out of school 
longer perceived this indicator to be less important in their occupa­
tions than did the more recent graduates. Apparently, the more recent 
graduates felt there were better ways of performing their responsibili­
ties and would like to offer ways to improve efficiency, whereas, the 
older graduates either lack the initiative to suggest new ideas or their 
experience had taught them that new methods were not always the answer 
to a problem. If each participant is to utilize his leadership ability 
to its fullest potential, it is recommended that human relation work­
shops be provided for the encouragement of continuous personal improve­
ment, and that emphasis be placed on the importance of following stand­
ard procedures for operation of any organization. 
Keeping subordinates well-informed on matters relating to the opera­
tion of the organization was one leadership indicator that was not 
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perceived similarly in importance by all groups studied. Again we note 
the older graduates perceived this ability as being less important in 
their occupations than did the other groups. The more recent graduates 
considered this ability to be most important in their occupations. These 
findings suggest that the more recent graduates were in occupations 
where coordination of efforts and responsibilities are important, where­
as the older graduates were in occupations that required more individual 
planning and little coordinating efforts. In light of this finding, 
it is recommended that future graduates be exposed to education experi­
ences involving the use of job description and responsibilities either 
while attending Alcorn or in seminar sponsored by their present em­
ployer. 
Indicators measuring the subprlnclple entitled "motivation" was per­
ceived different by the three groups studied. Again, it was noted that 
while being perceived Important as an indicator of leadership by all 
groups, the more recent graduates surprisingly perceived their occupa­
tions as requiring more of this ability. Since the older graduates 
perceived this subprlnclple to be least important in their occupations, 
it Is recommended that annual Inservlce education involving human beha­
vior, and principles of learning be provided older graduates to renew 
the spirit of self-actualization and achievement. 
It was rather surprising to observe that the subprlnclple entitled 
"recognition" was consistently ranked near the bottom by all groups for 
perceived importance. Assuming that these responses are typical of 
other agricultural education graduates from Alcorn State University, It 
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is recommended that more emphasis be placed upon the basic principles 
of learning and appeal to one's natural impulses. Perhaps the agricul­
tural education curriculum should involve more activities planned and 
organized by the students and their agricultural education club. 
As expected, graduates who had been out of school longer perceived 
themselves as being less deficient in indicators measuring the subprin-
ciple entitled "planning" than did the more recent graduates. This ob­
servation suggests that the older graduates either had the necessary 
planning skills upon graduating or as a result of their years of ex­
perience, they have acquired the necessary skills needed to do good 
planning. Based on the above observation, it is therefore recommended 
that the agricultural education curriculum be expanded to include a 
variety of educational experiences that will allow graduates to develop 
a degree of competency in planning indicators, rather than being "spoon­
fed" throughout their undergraduate program. Emphasis should be placed 
on proper utilization of one's time and the importance of understanding 
general principles and relationships rather than specific factual in­
formation. The undergraduate program should also place emphasis on 
helping graduates realize that it's impossible to learn and develop all 
the necessary skills needed in one's occupation without practical ex­
perience. 
The more recent graduates perceived themselves as being more defi­
cient in indicators measuring the subprinciple entitled "communication", 
than did the graduates who had been out of school longer. Once again 
these findings should be interpreted with caution. They could suggest 
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that the younger graduates are not getting sufficient communications 
skills developed while attending Alcorn State University. Another pos­
sibility could be that the younger graduates' occupations involves a 
high degree of communications skills, whereas the occupations of the 
older graduates may not require the same degree of proficiency in com­
munication. It is recommended that an evaluation of the number of re­
quired communication hours needed by agricultural education graduates 
from Alcorn State University be reexamined. 
As was suggested by the work of Thompson (67), occupational gratifi­
cation is determined by what participants expect from their occupations 
and the perceived degree to which opportunities are provided in one's 
occupation for the fulfillment of psychological and social needs. Re­
sults of the 102 participants' responses grouped by occupation revealed 
that vocational agriculture teachers perceived their occupations as 
providing little security. A similar observation was made for the non-
agricultural related group of graduates. Throughout this investigation 
it was evident that graduates employed by the Iftiited States Department 
of Agriculture were different in their expectations and perceived 
opportunities provided through their occupations for the fulfillment of 
personal psychological and social needs. It was further evident that 
the government employed group expected and perceived their occupations 
as providing a feeling of security, and that promotions are based upon 
their capabilities. Their administrators were willing to discuss 
their problems and their occupations provided opportunities to develop 
a sense of self-fulfillment. Vocational agriculture teachers did not 
113 
perceive their occupation as providing opportunities to fulfill these 
needs. One possible explanation for this difference between groups 
is that the government employed group were classified and rated by the 
Civil Service system, and are promoted on a regular step basis for a 
given period of time, whereas the vocational agriculture teachers are 
employed on a 12-month contract with few steps for salary advancement. 
Perhaps vocational agriculture teachers feel insecure in their occupa­
tions because of the workload and day-to-day assignments attached to 
their regular responsibilities. The government employed group are ex­
pected to work a given number of hours per day, while vocational agricul­
ture teachers have undefined working hours. It is therefore recommended 
that the Agricultural Education Department at Alcorn State University 
and the State Department of Agriculture undertake a study to identify 
the workload for vocational agriculture teachers. One further recom­
mendation is that the Agricultural Education Department at Alcorn State 
University emphasize to its graduates the importance of having some type 
of outlet and not letting their occupations occupy all their time. The 
final recommendation is that agriculture teachers realize the need for 
budgeting their priorities so as to provide sufficient time for family 
fellowship. 
Consistently, the nonagriculturally related group perceived their 
occupations as not providing opportunities that allow them to discuss 
their problems with their superiors, to participate in setting goals 
within their occupations or to develop a feeling of self-fulfillment. 
Perhaps the nonagriculturally related graduates are unhappy because they 
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are employed in occupations for which they have received little profes­
sional training, or their occupations are of such nature that the gradu­
ates are temporarily employed. It is therefore recommended that agri­
cultural education students at Alcorn State University be encouraged to 
expand their course selection for both electives and required courses. 
Thus providing more alternatives to choose from when seeking employment. 
A second recommendation is that the State of Mississippi make an effort 
to maintain its workforce within the state by providing more job oppor­
tunities for its graduates that are in line with their professional 
training. 
Major findings in this investigation suggest that further research 
is needed in a variety of areas. 
1. An investigation should be initiated to determine the percent­
age of time the perceived leader spends with activities within 
the seven selected leadership subprinciples studied in this in­
vestigation. 
2. An indepth study should be conducted with similar graduates and 
groups from other 1890 land grant colleges to determine if per­
ceived self-leadership abilities are reliable as indicators of 
leadership for these graduates and to determine if these gradu­
ates hold similar positions of leadership. 
3. An investigation should be conducted to identify factors that 
influence participants' choices as they seek leadership posi­
tions. 
4. An investigation should be conducted to determine the relation 
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between perceived leadership ability and positions of leader­
ship held. 
5. Future investigations into leadership ability could be better 
interpreted if singularity of indicators measuring a given 
subprinclple was achieved. 
6. A study should be conducted to determine agriculture teachers' 
workloads, on both the secondary and postsecondary levels. 
7. An Investigation should be initiated to determine factors that 
influence final choice and location of occupations for agricul­
tural education graduates from Alcom State University. 
8. An investigation should be made comparing the perceived im­
portance of and satisfaction with leadership achievement and 
occupational gratification of Alcorn State University agricul­
tural education graduates and those of other major universities 
and colleges throughout the nation. 
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SUMMARY 
The major objectives of this investigation were to ascertain the 
attitudes of agricultural education graduates from Alcorn State Iftiiver-
sity toward occupational gratification and perceived importance of 
selected leadership indicators. More specifically, it was the puirpose 
of this investigation to 1) identify perceived importance of selected 
indicators as an indicator of leadership ability, 2) determine perceived 
importance of selected indicators in participants' present occupations, 
and 3) determine the degree to which graduates perceived their occupa­
tions as providing opportunities for the fulfillment of basic psycho­
logical and social needs. 
The population of interest in this investigation was agricultural 
education graduates frcm Alcorn State University, who had graduated be­
tween January 1, 1964 and July 1, 1972. Graduates were grouped accord­
ing to year of graduation as follows: 1) 1964-66 (group one), 2) 1967-
69 (group two), and 3) 1970-72 (group three). The name and most recent 
address of graduates were obtained through the help of the Department 
of Agriculture Education at Alcom State University and the United States 
Department of Agriculture. 
Indicators used in this investigation were discussed in two parts. 
Part one comprised indicators of leadership ability and part two com­
prised indicators measuring occupational gratificationo Indicators 
selected to measure each of the two previous identified parts were deter­
mined through a review of the writings and research of leading scholars 
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in human behavior and human relation fields. 
To determine the extent to which graduates perceived their occupa­
tions as providing opportunities necessary for fulfillment of psychologi­
cal and social needs, participants were asked what they expected from 
their occupation and to identify the extent to which these opportuni­
ties were provided by their occupation. The opportunities participants 
expected and those received for the fulfillment of psychological and 
social needs were grouped according to the following five subprinciples: 
security, social needs, self-esteem, autonomy and self-actualization. 
Measurement for perceived indicators of participants' leadership 
ability were determined through graduates' response to 43 selected 
leadership Indicators. The 43 leadership indicators were grouped into 
seven subprinciples: planning, consideration, communication, organiza­
tion, initiating structure, recognition and motivation. Participants 
were to identify perceived Indicators of leadership ability and to deter­
mine the perceived Importance of selected leadership Indicators in par­
ticipants' present occupation. A 99-point response scale was used to 
elicit the response of participants. The scale value of one was used 
to indicate that the indicator was of no importance, a scale value of 50 
was average importance, and a scale value of 99 was used to indicate 
utmost importance. All indicators of leadership ability and occupational 
gratification were incorporated into a questionnaire entitled, "Leader­
ship indicators and occupational expectation of Alcorn State Ifiiiversity 
Agricultural Education Graduates". 
After a two and one-half month data collection period, 106 of the 
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questionnaires were returned. Of the 106 questionnaires returned, 102 
(78%) were usable and included in this investigation. 
Several important findings resulted from this investigation. The 
composite mean score on all leadership subprinciples were observed to 
be above the 266 average importance mean score, suggesting that partici­
pants perceived all indicators as indicators of leadership ability. Of 
the seven leadership subprinciples perceived to be indicators of leader­
ship ability, the subprinclple emphasizing the frequency with which the 
perceived leader provides, seeks or facilitates exchange of information 
between himself and others, in order to accomplish group goals, was 
observed to have the highest overall perceived importance mean score. 
The subprinclple expressing the ability to tactfully express approval 
or disapproval toward the behavior and performance of subordinates/ 
coworkers was observed to have the lowest composite mean. The subprin­
clple entitled, "communication" was perceived to be the most important 
subprinclple in participants' occupations, whereas, the subprinclple 
entitled "recognition" was perceived to be least important of leader­
ship subprinclple in participants' occupations. 
Significant differences were observed among groups as related to 
perceived importance of selected indicators of leadership ability in 
participants* occupations. In the main, group three, the younger grad­
uates, perceiving putting into operation workable suggestions offered 
by subordinates and keeping subordinates we11-Informed on matters re= 
lating to their occupation to be more important in their occupation than 
did the older graduates (group one). 
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Graduates in group three consistently placed more importance on 
indicators measuring friendship, mutual trust and certain warmth between 
oneself and others, as the more important leadership indicators needed 
in their occupations. Group three was observed to have the highest 
mean score on 30 of the 43 leadership indicators. 
Trying out innovative ideas on others, criticizing one's own per­
formance, and understanding that the needs of subordinates change from 
day-to-day were observed to be perceived as least Important indicators 
needed in all participants' occupations. 
As was determined by mean ranking that graduates in group three 
consistently perceived themselves as possessing high abilities in indi­
cators measuring the subprlnclples consideration and communication. 
The composite overall mean ranking order for perceived abilities pos­
sessed by this group were consideration, motivation, organization, com­
munication and recognition. 
When the groups were categorized according to occupations, voca­
tional agriculture teacher, agriculturally related. United States De­
partment of Agriculture and nonagrlculturally related, it was observed 
that the government employed group expected their occupations to provide 
more opportunities for fulfillment of security and social needs than 
did the nonagrlculturally related group. 
Participants employed by the United States Department of Agriculture 
expected their occupations to provide significantly more opportunities 
for discussing their problems with their administrators, to participate 
in setting goals in occupations and to provide an overall feeling of 
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self-fulfillment, whereas the nonagriculturally employed participants 
expected their occupation to provide fewer opportunities for helping 
others and experiences that enhance self-esteem. The vocational agri­
cultural teachers expected their occupations to provide opportunities 
to help others and develop close friendships in their occupation. 
The government employed group was observed to perceive their occu­
pations as providing security and a feeling of self-fulfillment. The 
nonagricultural related group was observed to perceive their occupations 
as providing a few opportunities for the fulfillment of psychological 
need entitled "self-esteem and self-actualization". 
Overall participants employed by the United States Department of 
Agriculture consistently perceived their occupations as providing more 
opportunities for the fulfillment of basic psychological and social 
needs. The agriculturally related group perceived their occupations 
as providing less opportunities for the fulfillment of psychological 
and social needs than was expected. 
Perhaps the first and foremost implication this investigation has 
established is that leadership—as an ability involving consideration, 
organizing, initiating action, and motivating—is an important ability 
that is both important as an indicator of leadership and in the occu­
pations of agricultural education graduates from Alcorn State Univer­
sity. Such abilities are possessed by Alcorn State Iftiiversity agricul­
tural education graduates» However, the agricultural education program 
at Alcorn should be expanded to include more opportunities for Its 
graduates to develop needed skills In planning, communication and 
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understanding human behavior. 
The second implication this investigation has established is that 
overall, agricultural education graduates from Alcorn State University 
expected and perceived their occupations as providing less security and 
self-fulfillment than did graduates employed by the United States 
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January 23, 1976 
Dr, Jesse A. Morris, Sr., Director 
Division of Vocational Education 
Alcorn State University 
Lorman, Mississippi 39096 
Dear Dr. Morris: 
This letter is in reference to our discussion by telephone on January 21, 
1976 concerning my graduate program here at Iowa State University. As 
per our discussion, I am presently interested in conducting research 
involving agricultural education graduates from Alcom State University. 
Most specifically I am interested in determining what contributions 
these graduates have made to education and what is their present leader­
ship role or position within the local community. 
One of my immediate problems with this study is that of locating all the 
agricultural education graduates from Alcom. This problem is limited 
to sane degree because I am only interested in those individuals who 
graduated on or between May, 1960 to May, 1972. Any help you can give 
me will be very much appreciated. 
Are you aware of possible sources that would give financial support to 
such a research project as the one I have proposed? If so, please let 
me know. I would appreciate any comments you feel will help make this 
research project a better one. 
Sincerely, 





March 3, 1976 
Dr, Walter Washington, President 
Alcorn State University 
Lorman, Mississippi 39096 
Dear Dr. Washington: 
1 am a 1964 graduate of Alcorn in the area of agriculture education. 
Presently I am a Ph.D. candidate at Iowa State University, Ames, Iowa. 
As an alumni of Alcorn, I am interested in telling the Alcorn story, 
such as the accomplishments and roles of leadership and leadership 
positions of its graduates within the community, state and nation. It 
is for this reason that I ask your permission to conduct a study of all 
graduates in agriculture education between May, 1963 and August, 1974. 
In order to do an adequate job of locating each graduate, I would 
appreciate any help you can given me with reference to current addresses 
of each graduate; however, if this is not possible, any form of address 
that would be of help to me in locating these Individuals will be 
greatly appreciated. 
I have spoken with Dr. Jesse A. Morris, Head, Division of Vocational 
Education, concerning the feasibility of conducting such a study and he 
is of the opinion that such a study is possible and would include approx­
imately 241 graduates if total sample size is considered. 
Once again, thanks for your help in this undertaking and I look forward 
to your answer. 
Sincerely, 





APPENDIX B: LETTERS GRANTING PERMISSION TO DO STUDY 
PHONE: AREA CODE eoi 877.3711 
'piortttan, ^ Mississippi 39096 
March 11, 1976 DIVISION OP 
AGRICULTURE AND APPLIED SCIENCES 
Mr. Worth Haynes 
Department of Agricultural Education 
223 Curtlss Hall 
Iowa State University 
Ames, Iowa 50010 
Dear Mr. Haynes: 
I apologize for my long delay in getting the information 
to you pertaining to the graduates in agricultural education 
from Alcorn State University during the years of 1961-1972. 
Please find this information enclosed. I would be very happy 
to discuss this situation with you should you come to 
Mississippi during the State Teachers meeting. It might be 
noted that I will be speaking to the agriculture teachers 
on March 16, at 9:30 a.m. The meeting will be held at the 
Jim Hill High School. In the meantime, we shall proceed to 
try to get some current addresses for you. 
Please feel free to contact me if I can serve you further 
with this matter. 
Since 
Jesse 




ALCORN STATE UNIVERSITY 
LORMAN, MISSISSIPPI 39096 
OPTICE or THE PRESIDENT 
March 18, 1976 
Mr. Worth E. Haynes 
Department of Agricultural Education 
22 3 Curtiss Hall 
Iowa State University 
Ames, Iowa 50010 
Dear Mr. Haynes: 
Congratulations upon your progress in graduate school. 
I am delighted to know that you wish to conduct a study 
of all graduates in agriculture education between May, 
1963, and August, 1974, from Alcorn State University. 
Permission is hereby granted for the study and to say 
that Dr. J. A. Morris will give you the assistance you 
need to get started. 
Best wishes for successful completion of your work in 
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loWd StCltC UniVCrSltlJ of science and Technolo. Ames, Iowa 50010 
Department of Agricultural Education 
223 Curtiss Hall 
Telephone 515-294-5872 
Dear Fellow Alcornite; 
Credit for the success of Alcom State University in meeting the demands 
imposed on it by society is due in part to you, its most lustrous alumni! 
Recently efforts have been made to locate and identify the alumni of Alcorn 
State University and to make known their accomplishments. It is a well 
known fact that agricultural education graduates have contributed much to 
the leadership of the communities in which they reside. Yet little is known 
of the specific leadership contribution of these graduates. As a proud 
agricultural education alumni, I am of the opinion that it is time we 
identify and make known the leadership accomplishments/contributions of agri­
cultural education graduates. 
The purpose of this investigation is to; (1) identify those characteristics 
perceived by agricultural education graduates as being associated with leader­
ship ability, (2) to determine how much of these characteristics you possess, 
and (3) the degree to which you are actually involved with or have partici­
pated in the positions of leadership. 
You have been selected as one of the 157 agricultural education graduates 
from Alcorn, therefore, it is very important that you complete the enclosed 
questionnaire and return it to me as soon as possible. All information pro­
vided by you will be considered confidential and will be referred to and used 
in groiç) form only. 
It may be of interest to you that in obtaining permission from President, 
Dr. Walter Washington, of Alcorn State, I assured him that significant findings 
from this investigation will be shared with the Alcorn Library and the Depart­
ment of Agricultural Education. 
To aid your participation in this important study, the questionnaire is 
designed to fold and form a self-addressed business reply envelop. Your help 
is very much needed and appreciated in order to make this investigation a 
reality. 
Worth E. Haynes, '65 Harold R. Crawford 
Instructor Professor and Head 
"THE PURPLE AND GOLD FOREVER" 
WEH:HRC/jmh 
enclosure 
Leadership Indicators and Occupational Expectation 




We are interested in determining your feelings toward your present occupation. For each 
statement please give three ratings : (A) What was expected (how much of this feeling or 
opportunity did you expect from your present occupations); (B) What is provided (how much 
of this feeling or opportunity is presently provided by your occupation); and (C) Impor­
tance to me (how important is this feeling or opportunity to you personally). Please 
rate each question A, B, and C, using the scale of 1 to 99 and placing your responses in 
the spaces provided. 
Example scale: 


























1. The feeling of self-fulfillment. 
2. The feeling of security you get from being in your present 
occupation. 
3. The opportunity for Independent thought and action in your 
present occupation. 
4. The prestige of your present occupational position within 
the community. 
5. The opportunity to help other people through your present 
occupation. 
6. The opportunity to participate in setting goals in the busi­
ness or profession in which you are employed. 
7. The prestige of your occupation within the business or 
profession in which you are employed. 
8. The opportunity for personal growth and development in your 
present occupation. 
9. The opportunity to participate in the determination of 
methods and procedures of the business or profession in 
which you are employed. 
10. The opportunity to develop close friendships through your 
present occupation. 
11. The feeling that promotions are based on one's capabilities. 
12. The feeling that your administrators are willing to discuss 
subordinates' problems. 
13. The feeling that your administrators encourage cooperation 
within and/or between departments or work areas. 
14. The feeling that adequate appreciation and recognition are 
given for a job well done. 
15. The feeling that your administrators appreciate you and 
the work you do. 
Department of Agricultural Education 
223 Curtiu 




Directions: Following each leadership characteristic statement please give the following three ratings: 
(A) Degree of importance in leadership ability (how important is this characteristic to 
one's leadership ability); (B) Degree of importance in present occupation (how important is 
this characteristic in your occupation); and (C) Degree you possess (how much of this char­
acteristic do you possess). Please rate each question A, B, and C, using the scale of 1 to 
99 and placing your responses in the spaces provided. 
Example scale: 














(C) 1 10 20 30 40 50 60 70 80 90 99 
Possess Average Possess 






16. Verbally express yourself to others. 
17. Be friendly and approachable. 
18. Emphasize the meeting of deadlines. 
19. Analyze problems in a logical, methodical manner, so as to 
include alternative approaches. 
20. Change one's approach in dealiug with new 3iuuai:iùûs. 
21. See that subordinates are rewarded for a job well-done. 
22. Relate to subordinates/co-workers how their job fits into the 
total organization. 
23. Treat all individuals as your equal. 
24. Put into operation workable suggestions offered by subor­
dinates/ co-workers. 
25. Look out for the welfare of subordinates/co-workers. 
26. Explain your reasons for criticism. 
27. Try out innovative ideas on others. 
28. Be willing to make changes. 
29. Understand that the needs of subordinates/co-workers change 
from day to day. 
30. Project ahead and avoid crises by forethought. 
31. Criticize one's own performance. 
32. Hold in confidence certain information. 
33. Budget and use time efficiently. 
34. Maintain definite standards of performance. 
35. Seek subordinates/co-workers approval on inçortant matters. 
36. Give credit to subordinates both publicly and privately. 
37. Use standard methods of evaluating individual's performances. 
38. Delegate responsibility. 
39. Place special efforts on doing little things to make 
working conditions pleasant for subordinates/co-workers. 
40. See that subordinates have the resources needed to work 
with. 
41. Be capable of motivating people effectively and in a 
positive way. 




























43. See your position as supportive to the total organization. 
44. Strive continually to improve your motivating techniques. 
45. Exprès oneself effectively in reports, letters, and in 
memorandums. 
46. Make others feel at ease when talking to you. 
47. Make a special effort to inspire subordinates/co-workers 
to pursue certain goals. 
48. Make a conscious effort to get subordinates/co-workers 
to do what you ask them. 
49. Inform subordinates as to who is responsible for each 
activity. 
50. Be accurate and consistent in making decisions. 
51. Give subordinates sufficient notice on changes effecting 
accepted practices. 
52. Find time to listen to others. 
53. Let subordinates/co-workers know their assigned respon­
sibilities. 
54. Promote communication among others. 
55. Identify problems without having them pointed out to you. 
56. Establish plans of action for considering long range 
objectives. 
57. Keep subordinates/co-workers well-informed on matters 
relating to the organization. 




Note: Your name will be used only as a check to make sure that we have surveyed 
all of the people whom we have asked to complete this questionnaire. 
This questionnaire will be held in the strictest confidence. 
Thank you for your cooperation. Please fold, tape or staple closed and return by mail. 
Part III. 
Directions: Please complete the following information hoglnning with the year you graduated and progress to present year. 
YEAR 
GRADUATED 
OCCUPATION INCOME FAMILY 
STATUS 
LEADERSHIP ACTIVITIES CHURCH 
PROFESSIONAL SOCIAL, CIVIC, COMMUNITY 
I I 
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2) Social needs 
J) aeiE-esceem 
4) Autonomy 
Psychological and Social Needs Indicators 
2. The feeling of security you get from being 
in your present occupation. 
11. The feeling that promotions are based on 
one's capabilities. 
12. The feeling that your administrators are 
willing to discuss subordinates' problems 
5. The opportunity to help other people through 
your present occupation. 
10. The opportunity to develop close friendships 
through your present occupation. 
13. The feeling that your administrators en­
courage cooperation within and/or between 
departments or work areas. 
4. The prestige of your present occupational 
position within the community. 
7. The prestige of your occupation within the 
business or profession in which you are 
employed. 
14. The feeling that adequate appreciation and 
recognition are given for a job well done. 
3. The opportunity for independent thought and 
action in your present occupation. 
6. The opportunity to participate in setting 
goals in the business or profession in which 
you are employed. 
9. The opportunity to participate in the deter­
mination of methods and procedures of the 









5) Self-actualization 1. The feeling of self-fulfillment. 
8. The opportunity for personal growth and de­
velopment in your present occupation. 
15. The feeling that your administrators appre­




19. Analyze problems in a logical, methodical 
manner, so as to include alternative 
approaches. 
30. Project ahead and avoid crises by fore­
thought. 
50. Be accurate and consistent in making 
decisions. 
56. Establish plans of action for considering 
long range objectives. 
17. Be friendly and approachable. 
23. Treat all individuals as your equal. 
24. Put into operation workable suggestions 
offered by subordinates/coworkers. 
25. Look out for the welfare of subordinates/ 
coworkers. 
28. Be willing to make changes. 
32. Hold in confidence certain information. 
35. Seek subordinates/coworkers approval on 
important matters. 
39. Place special efforts on doing little things 
to make working conditions pleasant for sub­
ordinates/ coworkers * 
46. Make others feel at ease when talking to you. 
52. Find time to listen to others. 





number and Number of 






16. Verbally express yourself to others. 
45. Express oneself effectively in reports, 
letters, and in memorandums. 
49. Inform subordinates as to who is responsible 
for each activity. 
31. Give subordinates sufficient notice on 
changes effecting accepted practices. 
54. Promote communication among others. 
57. Keep subordinates/coworkers well-informed on 
matters relating to the organization. 
20. Change one's approach in dealing with new 
situations. 
22. Relate to subordinates/coworkers how their 
job fits into the total organization. 
33. Budget and use time efficiently. 
37. Use standard methods of evaluating individ­
ual's performances. 
38. Delegate responsibility. 
40. See that subordinates have the resources 
needed to work with. 
55. Identify problems without having them 
pointed out to you. 
18. Emphasize the meeting of deadlines. 
27. Try out innovative ideas on others. 
34. Maintain definite standards of performance. 
42. Stress the need for new and innovative 
practices. 
21. See that subordinates are rewarded for a 
job well-done. 











31. Criticize one's own performance. 
36. Give credit to subordinates both publicly 
and privately. 
29. Understand that the needs of subordinates/ 
coworkers change from day to day. 
41. Be capable of motivating people effectively 
and in a positive way. 
43. See your position as supportive to the total 
organization. 
44. Strive continually to improve your motivat­
ing techniques. 
47. Make a special effort to inspire subordi-
nates/coi-jorkers to pursue certain goals. 
48. Make a conscious effort to get subordinates/ 
coworkers to do what you ask them. 
58. Understand that you can persuade others by 
listening to them. 
% 
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IOWA STATE 
Vice President for Research 
Dean. The Graduate College 
201 Bearilshear Hall 
Ames, fowa 50011 
UNIVERSITY Telephone (515) 294-4531 
Dear 
Help! Did we miss you? About two weeks ago a questionnaire 
was mailed to selected Agricultural Education graduates from 
Alcorn State University. In the cover letter we explained 
that the purpose of this research project is to (1) Identify 
those characteristics perceived by agricultural education 
graduates as being associated with ones leadership ability, 
(2) to determine how much of these characteristics are involved 
in your present occupation, (3) how much of these characteristics 
do you possess and (4) to determine the degree to which you 
are satisfied with your present occupation and are involved in 
positions of leadership. 
As explained in the first letter you have been selected 
as one of only 157 Agricultural Education graduates from 
Alcorn, therefore, it is very important that you participate 
in this study. Will you please take sixty minutes of your busy 
schedule to complete and return the questionnaire you received 
a few days ago. 
Thank you for your support and cooperation. 
Sincerely yours 
Worth E. Haynes 
Assistant to the Dean and 
Graduate Student Advisor 
WEH/bf 
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Dean, The Graduate College 
201 Beardshear Hall 
Ames, Iowa 50011 IOWA STATE 
UNIVERSITY Telephone (515) 294-4531 
October 18, 1976 
Dear 
During the weeks of September 10 and September 23, you 
should have received letters asking you to complete and return 
a questionnaire titled, "Leadership Indicators and Occupational 
Expectation of Alcorn State University Agricultural Education 
Graduates". If you have not returned the first questionnaire or 
have misplaced it, I am enclosing a second questionnaire in an 
effort to obtain your response. 
As mentioned in prior letters you were selected as one of 157 
Agricultural Education Graduates from Alcorn. In order for me to 
make valid conclusions in this investigation, it is very important 
that I receive input from everyone selected. At the present time 
I have received responses from only 53 Agricultural Education 
graduates. We are of the opinion that your input will be essential 
in making final conclusions toward the role of Agricultural Education 
graduates from Alcorn and their leadership contributions to the world 
of work. 
As a college graduate you are looked upon by the average person 
in your community as a leader. Would you please give a few minutes 
of your time to a project that has been considered important by 
both Alcorn State University and Iowa State University Agricultural 
Education Departments. 
Your support and cooperation is very much appreciated and needed. 
Sincerely yours 
Wortn t. n«3ynes 
Assistant to the Dean and 
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IOWA STATE 
Vice President for Research 
Dean. The Graduate College 
201 Beardshear Hall 
Ames. Iowa 50011 
UNIVERSITY Telephone (515) 294-4531 
October 27, 1976 
Dear 
I am a 1964 Agricultural Education graduate of Alcorn 
State University. Presently I am a Ph.D. candidate in 
Agricultural Education at Iowa State University. The enclosed 
questionnaire will provide me with the necessary information 
to complete my program here at Iowa State. 
Using your last known address while attending Alcorn, 
I have made several attempts to locate you beginning in early 
September. You have been selected as one of 157 Ag Ed 
graduates from Alcorn to be included in this study. Therefore, 
it is very important that you return the questionnaire as 
soon as possible. The second reason I would like for you to 
return the questionnaire immediately is that my research depends 
on your participation and cooperation. 
Sincerelv 
Worth E. Haynes 




Key to coding—Survey on Leadership indicators and Occupational Expectations of 









Card 1 Card 2 Card 3 Card 4 Card 5 
6-7 1-a 13-a 25-a 37-a 49-a 
8-9 1-b 13-b 25-b 37-b 49-b 
10-11 1-c 13-c 25-c 37-c 49-c 
12-13 2-a 14-a 26-a 38-a 50-a 
14-15 2-b 14-b 26-b 38-b 50-b 
16-17 2-c 14-c 26-c 38-c 50-c 
18-19 3-a 15-a 27-a 39-a 51-a 
20-21 3-b 15-b 27-b 39-b 51-b 
22-23 3-c 15-c 27-c 39-c 51-c 
24 Blank 
25-26 4-a 16-a 28-a 40-a 5 2-a 
27-28 4-b 16-b 28-b 40-b 52-b 
29-30 4-c 16-c 28-c 40-c 52-c 
31-32 5-a 17-a 29-a 41-a 53-a 
33-34 5-b 17-b 29-b 41-b 53-b 
35-36 5-c 17-c 29-c 41-c 53-c 
37-38 6-a 18-a 30-a 42-a 54-a 
39-40 6-b 18-b 30-b 42-b 54-B 
41-42 6-c 18-c 30-c 42-c 54-c 
43 Blank 
44=45 7~a 19=A 
19-b 
31-A 43-A 55-a 
46-47 7-b 31-b 43-b 55-b 
48-49 7-c 19-c 31-c 43-c 55-c 
50-51 8-a 20-a 3 2-a 44-a 56-a 
52-53 8-b 20-b 32-b 44-b 56-b 
54-55 8-c 20-c 32-c 44-c 56-c 
56-57 9-a 21-a 33-a 45-a 57-a 
58-59 9-b 21-b 33-b 45-b 57-b 
60-61 9-c 21-c 33-c 45-c 57-c 
62 Blank 
63-64 10-a 22-a 34-a 46-a 58-a 
65-66 10-B 22-b 34-b 46-b 58-B 
67-68 10-c 22-c 34-c 46-c 58-c 
69-70 11-a 23-a 35-a 47-a 69-80 Blank 
70-72 n-B 23-b 35-b 47-b 
73-74 1 1 - c  23-c 35-c 47-c 
75-76 12-a 24-a 36-a 48-a 
77-78 12-b 24-b 36-b 48-b 
79-80 12-c 24-c 36-c 48-c 
Range of Values 
1 - 6 
1 - 450 
1 - 99 
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1 5 , 1 6  






















Card # 1-6 
Individual # 1 - 157 
Blank 
Card 6 
Year graduated 1 - 9 
Group No. 1 - 3 
Initial Occup. Prestige Actual 
Present Occup. Prestige Actual 
Difference Actual 
Occup. Change Actual 
Income Actual 








Composite score Actual 
Grouping 1 - 5 
b. Social Activities 




Composite score Actual 
Grouping 1 - 5 
c. Church Activities 
Not Active 1 
Member 2 
Comm-worker-Cha i rman 3 
Officer 4 
Blank 










1=64, 65, 66 
2=67, 68, 69 






















(Same scoring system 










1 - 5 
1 - k 
1 - 6 
1 - 9' 
1 - 4 
(Same scoring system as 























b a s ï O O ï - 1 2 0 0  m î i c s  
7=1201-1400 miles 
8=1401-1600 miles 
9=1601 and over 
